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ABSTRACT
The purpose of this causal-comparative study was to compare the mean scores of the survey
instrument to determine if there were statistically significant differences between the mean pretest and post-test scores of perceived professional development obtained by participants of the
Equine Assisted Learning leadership programs. The participants in the study were chosen by a
convenience sampling method. The sample in the study is comprised of 36 members from three
(3) EAL leadership programs selected from North Carolina, Ohio, and California. The Leader
Attributes Inventory was used to collect pre-test and post-test data from each participant in the
study. The paired samples t-test was used to compare the pre-test and post- test scores of the
perceived professional development of each participants included in the study of EAL leadership
programs. This survey was administered online. The information gleaned from this study may
contribute to better-quality curricula within leadership training and improve professional
competence of educators and business people alike. It may provide valuable data about the
perceived professional development leadership qualities gained through equine assisted
leadership courses. Abundant studies have been completed on horse behavior and their natural
leadership roles within their species; however, very little has been examined pertaining to the
human level of leadership in successful equine programs.
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CHAPTER 1: INTRODUCTION
A person’s leadership style and qualities can define and characterize businesses,
education, politics, and spiritual realms; however, it is the reciprocal nature of the relationship
between leaders and followers that is here sought to be fully understood. Although leadership is
one of the oldest debated topics, the ways in which it is taught can still be innovative and
original. Equine-assisted learning (EAL) is on the forefront of alternative education with
leadership training programs designed to teach relationship and communication skills. It is seen
that relationships, rather than authority, dominance, or control, appear to be vital to leadership
(Uhl-Bien, 2006). At first glance, the concept of using horses to train leaders might be simply
dismissed as a needless novelty, or another craze in an already overcrowded corporate training
marketplace (Kelly, 2013). Yet this is misleading; we use horses for their effective reflection of
people’s energy levels, leadership, and communication capabilities but in particular, they have
been found to be extraordinary at evaluating the legitimacy of a leader (McFarlane, 2014).
Background
EAL programs help instruct an astute type of leader, that is, a person with the ability to
recognize physical and emotional changes in a horse’s behavior and its reaction to a person’s
leadership qualities. From an individual reflective experience, horses within these programs
encourage each participant to conquer one’s own adversities and to cultivate inner fortitude and
originality (Strozzi, 2004). Today’s leader must also understand how to lead a wide variety of
people from varying ages, backgrounds, and ethnicities. The literature on leadership
encouraging creativity suggests that subordinates are more creative when they perceive their
immediate supervisors as being supportive of them and their work (Renko, Tarabishy, Carsrud,
& Brannback, 2015). This is one scenario of passive and active followers within an
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organization; this dynamic is of great importance. Organizations succeed or fail partially due to
the leadership skills possessed by their leaders, and partly by virtue of the followers’
commitment to their leader (Notgrass, 2014).
Equine programs are providing a service, albeit an educational service, to teach
leadership, and this form of education falls within the business classification as well. In order to
do well in the business of equine education programs, stakeholders and program leaders need to
know what customers and students need and want to learn. People who excel in service
businesses tend to be good at interpersonal communication, confident and personable, creative
and flexible, self-disciplined and independent, able to adapt their knowledge to many different
situations, experts in a specific field, interested in popular culture, and able to identify major
trends in education and learning (Kachelmeier, 2008). Leaders must be successful in scanning
and interpreting the situational opportunities and risks, as well as being able to influence people
to positively receive changes intended to resolve problems or to take on new opportunities
(Voica & Vasile, 2013).
As prey animals, horses must be consistently aware of their physical surroundings. If a
horse makes a mistake and misjudges a predator as being safe, the mistake could be deadly. This
intense attunement to their surroundings makes horses excellent judges of character (Darling,
2014). In light of this, it is an intriguing notion that the natural world in general and horses in
particular, can offer novel means of applying developmental experiences to varying situations.
(Kelly, 2013). Strozzi (2004) states, “The emergence of programs that involve horses as
emotional and spiritual guides had increased by over 300 percent between 2001 and 2003”, (p.8).
This relatively new application of horse sense is rapidly expanding into a wide variety of
educational and therapeutic modalities. Workshops on horses and negotiation skills, horses and
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self-esteem, discovering self through horses, horses and parenting, and horses and coaching are
gaining popularity (Kachelmeier, 2008).
Executive leaders may impact thousands of people and billions of dollars in assets (Gray,
2014); so, it is imperative to develop leadership skills that will guide decision-making and
improved communication skills. But while those in influential positions can no doubt benefit
from leadership courses for professional development, the courses are not just for teachers or
business executives. At its core, leadership truly is about influencing others, not about position.
Pollock (2012) states, “It is about engaging others, sharing your vision, and moving people to
action” (p. 8). The follower elects to follow based on a need to be guided and the confidence in
the leader's capability to satisfy that need (Halliman, 2014). Leadership is not about one’s
station, but is about being accountable as a member of the group he or she leads as well, no
matter the size, in order to share guidance for the group's welfare (Mitstifer, 2014). Leadership
development pertains to every occupation at every level.
The objective of EAL is to educate and train individuals for precise careers and skills.
Some examples include training for increased sales, increased training for faculty guidance, and
teaching resiliency for our military veterans (EAGALA, 2015). Maziere and Gunnlaugson
(2015) express that knowledge and involvement are inadequate to subsist in the modern day
marketplace; therefore, personal development has become necessary to thrive. With applications
in business, education, therapy, and personal growth, equine-assisted programs have potential for
an enormous impact on society.
EAL embodies discovery learning as it motivates individual learning and fosters
creativity and problem solving. Experiential learning refers to the manner in which clients
become more self-aware and proceed to process the information. The experiential learning
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process has five stages: experiencing, sharing, processing, generalizing, and applying; these
stages function together to facilitate change (EAGALA, 2011). The essential qualities within
leadership are at the center of Maslow’s hierarchy: a sense of can do, a constructive outlook, and
a need to strive for higher thinking and achieving. While complex, the self-awareness paradigm
has shown pronounced potential as one of several factors linked to leadership achievements
(Ashley & Reiter-Palmon, 2012). EAL is a form of personal reflection and subsequent growth as
it forces you to examine your emotions and physical space while trying to lead a horse. If
leaders are not able to sustain protection of their followers, their mindfulness, or community
adaptation proficiency, then associates of the group can lose confidence and security in their
leader (Gehrke, 2009). People are much like horses; they have a need to feel confident and at
ease about their decision to follow and trust their leader.
Working with horses in a natural environment is intended to show people how to slow
down, be self-aware, pay attention, remain in the present, and make improved decisions now
instead of later. It also promotes an experience that joins both mind and body as a harmonized
endeavor, and facilitates a way of learning that enables change that “sticks” and that positively
affects individuals and their work (Gehrke, 2009). Personal growth and professional
development are essential in every career field to expand knowledge and reflect on personal
experience. Maslow (1968) defined growth as the development of capacities, talents, creativity,
wisdom, and character. Through EAL, people learn to act and react to a horse’s behavior.
Horses perceive a person’s emotions as straightforward information and respond instantaneously
due to their excellent judgment (Maziere & Gunnlaugson, 2015). A growing body of observed
research proposes that self-awareness is convincingly related to successful leadership (Ashley &
Reiter-Palmon, 2012). In reality, horses essentially contribute in proving the values of emotion-
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driven behavior, without the support of spoken communication. If a horse does not have faith in
your objectives, it will not be as receptive to your leadership style (Gehrke, 2009).
Although leadership has been studied thoroughly, literature on EAL and leadership is
sparse; but its footprint in the education industry is growing. The American Horse Council
conducted a study in 2005 and found that the horse industry occupies a significant part of our
national, state, and local economies. The information exhibits that about 4.6 million Americans
are involved in the equine business, including some as horse owners, service providers,
employees, and/or volunteers (American Horse Council, 2005). Understanding EAL’s outcome
on therapy, professional development, and education is paramount to the equine industry.
Though little research has been conducted on these types of leadership programs, any prevailing
data could be used to improve curricula and promote more experiential learning within
leadership. Equine programs are becoming more popular for therapy, enjoyment, and education,
which has created a window of opportunity to apply these same programs and principles to the
vocational sphere as well. Therefore, research is needed to understand what effect equineassisted leadership programs have on perceived professional development outcomes.
Equine-assisted learning is an experiential education design which employs horses to
deliver an incomparable learning experience for individual development. Horses, like humans,
are social animals; they desire to be around other horses, and in the absence of another horse,
will pursue human companionship. Because they are prey animals, they are constantly attuned to
their surroundings and respond quickly to human body language (Darling, 2014). EALs are
becoming more popular, specifically in regards to teaching leadership skills as a form of
professional development. However, there is a lack of information pertaining to EAL leadership
programs and their efficacy. As the 21st century progresses, it has become advantageous and
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even necessary to continue to examine and scrutinize the significance of attaining and applying
ideal leadership skills (Landis, Hill, & Harvey, 2014). Studies on leadership acquisition are
important. Over time, cultures and ideals change and societies begin to look for the newest and
most effective ways to learn skills that fit their careers. At present, there is a surge of interest
toward unique and visionary approaches to management and leadership training which belies a
shift toward a new kind of work ethic (Kelly, 2014). It is therefore important to analyze
leadership training regarding self-awareness and understanding of personality differences for
managing increasingly dynamic and complex situations (Clayton, 2015). Many professionals
seek leadership development training through equine-assisted programs for experiential learning.
The problem is there is no data on the effects of EAL leadership programs on perceived
professional development outcomes.
Purpose Statement
The purpose of the paper is to determine the perceived professional development
outcomes of EAL leadership programs. It will provide valuable data about professional
development leadership skills and qualities gained through EAL leadership courses. The study
focused on adults of all ages, ethnicities, and backgrounds enrolled in EAL leadership courses
across the United States. The information gleaned from this study will contribute to betterquality curricula within leadership training and improve professional competence of educators
and business people alike.
Significance of the Study
It is anticipated that this quantitative study will give a tangible and well-understood
answer to the research question: Will participants have higher perceived professional
development outcome scores after completing each respective EAL leadership program? The
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self-rated Likert survey will measure the student’s perceived leadership attributes before and
after the EAL program. This will enable understanding of the perceived professional
development gains attributed to equine-assisted programs. It would appear that our collective
desire and fascination for the possibilities and promises of leadership and leadership
development far exceed any concerns about a suitable definition or even some reliable criteria
regarding its nature and effect (Kelly, 2013). Leadership is often based on perception and
intuition (Johnson, 2014). Horses naturally possess an awareness of people, other horses, and
their surroundings as well as keen instinct. Horses are able to accurately mirror human emotion
and inspire trust and bonding in people who have been unable to do so successfully with humans
(Darling, 2014). People become more sensitive, and gain a heightened awareness of their nonverbal communication through their relationships with horses (Maurstad, Davis, & Cowles,
2013). The aforementioned traits are keys to understanding an individual’s leadership skills and
styles. This would be invaluable information to share with vital stakeholders in the equine
industry and within education. Although researchers do not as yet understand all the
mechanisms related to why equine-assisted psychotherapy produces many types of beneficial
results in humans, it appears evident that these beneficial results pertain mainly to psychological
growth and healing (Delgadillo, 2011). Regardless of the existing research in these areas, no
research can be found relating to EAL leadership programs and their impact on participants’
perceived leadership qualities. The predominant goal of this study is to determine whether EAL
programs are effective at producing higher perceived professional development outcomes.
Research Questions
RQ1: Is there a statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
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development (as measured by the overall Leadership Attributes Inventory) on the EquineAssisted Learning leadership programs?
RQ2: Is there a statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the mean scores from the categories of the Leadership Attributes
Inventory) on the Equine-Assisted Learning leadership programs?
Hypotheses
The null hypotheses for this study are:
H 0 1: There is no statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the overall Leadership Attributes Inventory) on the EquineAssisted Learning leadership programs.
H 0 2: There is no statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the mean scores from the categories of the Leadership Attributes
Inventory) on the Equine-Assisted Learning leadership programs.

Definitions
1. Equine Assisted Learning – incorporates horses experientially for focus on educational goals
and personal development, (EAGALA.org, 2015).
2. Leader - A leader is one who practices good management but simultaneously feels a constant
compulsion to pursue something extraordinary (Johnson, 2014).
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3. Leadership Development– is the process of improving the ability of individuals and
organizations to achieve better results (Gray, 2014).
4. Professional Development – the process of enhancing one’s personal growth and job skills
and improving one’s job performance in order to contribute to outstanding educational results
for students (NEA, 2015).
5. Self-awareness - an inwardly-focused evaluative process in which individuals make
self/standard comparisons with the goal of better self-knowledge and improvement. (Ashley
& Reiter-Palmon, 2012).
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CHAPTER TWO: LITERATURE REVIEW
Introduction
Theoretical concepts and pragmatic research about the significance of leadership qualities
within education have been found in literature since the beginning of education itself. The
common idea is that superior leaders produce superior teachers and implementers, which in turn
render superior students and more fruitful and constructive curricula. Organizational efficacy is
the organizational community’s sense of “can do.” It is leaders who orchestrate endeavors that
lead to the accomplishments, who offer spoken encouragement, and the practical leader who
inspires new role models for others to follow (Bohn, 2002). Hence, leaders use “can do”
attitudes to accomplish goals. This sense of “can do,” a positive attitude, a need to strive for
more developed thinking, and achieving are at the center of Maslow’s hierarchy. The hierarchy
consists of physiological needs, safety needs, a need to belong, self-esteem, and finally selfactualization; these are paramount when understanding leadership. Self –actualization is the
process of working toward a goal that is not necessary for survival but involves risk to create a
higher level of being. Self-actualized individuals are unique, yet widespread; implying they are
unlike the majority of people in some substantial way but they can relate to some aspect of the
majority of people (Rouse, 2004). Self-actualization is a higher order need to become what one
is capable of becoming (Maslow, 1954). Leaders are called to become greater, to look beyond
their personal needs, and work towards those of a team or organization. One feature of
charismatic leadership that differentiates it from other types of leadership is the leader’s capacity
to increase followers’ needs from a lower level, such as physical and safety, and moves to a
higher level, such as self-esteem and self-actualization (Jung & Sosik, 2006). Self-actualized
individuals are often leaders as they understand and can implement goals of working for a
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greater cause. A job tends to drain you and a calling rejuvenates you. Individuals that are living
their calling have progressed from external to internal inspiration and these personnel are not
solely focused on the specific group of tasks they perform; alternatively, they focus on the effect
or purpose of what they do (Conley, 2013). Increased cognizance and the provocation of higherlevel needs (i.e. self-actualization) is what allows the charismatic leader to exert fundamental
influence over his/her followers and produce extraordinary performance (Jung & Sosik, 2006).
Discovery learning is also at the heart of leadership, as leaders evolve over time and learn
how best to interact with and oversee others. Leadership is believed to be a vital element of
influential organizational values (Bohn, 2002). Leadership theorists have identified additional
behavioral leadership styles that may potentially influence organizational performance within
several dimensions. These leadership styles are the authentic leadership approach as well as
incorporating the styles of spiritual nature, entrepreneurial, accountability qualities, ethical, and
moral types (Carter & Greer, 2013). Leaders use problem-solving strategies in day-to-day
scenarios that provide an ever-growing base of knowledge. “The very attitudes and activities
that characterize figuring out or discovering things for oneself also seem to have the effect of
making material more readily accessible in memory” (Bruner, 2006, p. 65). Leaders use
discovery learning to build upon what they have learned and find a solution. “Let us not judge
our students on simply what they know, rather let them be judged on what they can generate
from what they know” (Bruner, 2006, p. 30).
Theoretical Framework
Maslow’s Theory and Concepts
Maslow (1958) categorized human needs into five hierarchical groupings, traditionally
shown as a pyramid. At the bottom are the most fundamental, physiological needs, such as
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hunger and pain avoidance. The next level up is the need to feel safe, for example, from physical
harm or illness. Social needs are above that, generally stated as a need to feel accepted by
others. Self-image needs, such as a need for self-respect and also the respect of one's peers,
occupy the next level. Finally, the top level is self-actualization, or those needs that deal with
personal growth and development. Maslow argued that the most fundamental needs are at the
bottom, meaning that the upper-level needs only come into play when the lower-level needs are
fulfilled (Maslow, 1954). As the individual’s essential needs are gradually met, realizing
personal growth potential becomes progressively significant.
Generally speaking, business leaders do not have to worry about the most basic needs
like hunger and thirst, unless employee earnings are so low or their individual financial situation
is so severe that those concerns are dominant in the thoughts of your staff. Above the basic
needs level is safety, and helping leaders to improve employee safety, for example, fulfills an
important need. The next level, love and esteem, helps in promoting cooperation, which fulfills
social needs, as does letting an employee know he/she is integral to the company or
organization’s mission. Then, when a leader has done all he/she can to meet the needs of the
lower levels, he/she can commit to fostering personal development, at the top of Maslow’s
hierarchy. Personal development and professional development go hand in hand as an individual
reaches self-actualization. The advanced needs of personnel lean toward finding meaning in the
work they perform as well as at the organization where they work (Conley, 2013). Maslow’s top
tier of the hierarchy of needs is self-actualization, suggesting that individuals will seek purpose
in the work they do for their own individual fulfillment. Career guidance, for instance, helps
employees meet their potential, as does empowering them by offering increased responsibility
and authority (Rouse, 2004). Self-actualized individuals have a tendency to be spiritual,
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contented, and focus their time on altruistic undertakings that help society (Maslow, 1969). By
performing a job that fulfills not only financial needs but emotional ones as well, an individual
can reach self-actualization, which is key to professional development. Self-actualized
individuals tend to be pleased with their lives and devote substantial amounts of time to
philanthropic activities (D'Souza, Adams, & Fuss, 2015). In doing so, these individuals are
realizing their full potential as human beings, giving back to the community and fulfilling the
highest tier of Maslow’s hierarchy. When one has reached self-actualization, their perspective
has evolved from a self-centered view to one of helping others; you becoming happy and
fulfilled by making others happy (Maslow, 1969).
Bruner’s Theory and Concepts
According to Bruner (1996), the human mind is explained using two fundamentally,
diﬀerent approaches: computational and cultural (Grimes, 2015). The computational aspect can
be described as memory, a person learning from their own experiences. The cultural aspect can
be explained as how people learn from others with greater skill sets than their own. This is
referred to as discovery learning. Bruner (1960) was influenced by Piaget's ideas about cognitive
development in children, introduced in 1952. During the 1940's Bruner’s initial work
concentrated on the influence of necessities, motivations, & opportunities, rational sets, and their
effect on perception. He also looked at the role of strategies in the process of human
categorization, and development of human cognition. He presented the point of view that
children are active problem-solvers and capable of exploring difficult subjects. Interpreting
information and experiences by similarities and differences is a key concept. Discovery learning
skills are indispensable within leadership and suggest that discovery learning is relevant to
students and instructors equally. One aspect of leadership is facilitating the learning process for
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followers and offering them a more flexible way to understand and learn. Unlike any other
species, humans intentionally instruct each other and help each other learn in environments
dissimilar to where the newly gained knowledge was used (Bruner, 1996). Bruner refers to this
type of teaching and learning from others as interactional learning through discovery. A closer
look at leadership suggests a wealth of opportunities to practice interactional learning (Grimes,
2105). Discovery learning is an important part of professional development and honing
leadership skills.
When students monitor their own learning, there is an increase in self- eﬃcacy and in
their motivation to learn (Grimes, 2015). The theory of discovery learning suggests that a
learner makes his or her own knowledge for themselves by way of discovering as opposed to
lectures or reading a book; it is learning through firsthand experience. According to Bruner
(1967), the teacher should facilitate the learning process by developing learning opportunities
that provide the learner with information they need without organizing it for them. Bruner's
theoretical framework is centered on the idea that learners create new ideas or concepts based
upon current understanding (Bruner, 1960). Learning is an interactive process where students
encounter and take in new and different information. Bruner (1960) also incorporated Darwinian
thinking into his basic assumptions about learning. He understood it was crucial to refer to
social culture and primate development in order to cognize growth and development that is
experienced today. Leaders construct their own knowledge and understand how to present new
information to followers by means of discovery learning. Learners must acquire information to
evaluate and understand instead of memorizing the correct answer (Munby, 1980). This is the
basis of discovery learning, as it does not center on finding the right answer but rather the new
things that are discovered and learned in the process.
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Leadership educators should introduce personally motivated learning as a cognitive
process that encourages students to discover that the decision to learn is theirs (Grimes, 2015).
Teaching leadership skills by means of discovery learning is imperative. Teachers must foster
the combination of new and old information to ensure that it leads to profound learning and
effortless knowledge transfer (Grimes, 2015). Bruner wrote, “Interacting with others is how
children find out what the culture is about and how it conceives of the world” (Bruner, 1996 p.
20). Discovery learning leads individuals to investigate the problem and seek their own solution.
In leadership programs, preparing students to work through intricate problems that have no set,
clear solutions gives an understanding of leadership as a newly conceived reality (Grimes, 2015).
How Horses Naturally Refine Leadership Skills
Throughout the early 20th century, horses supplied everything Europeans and Americans
needed to get through a single working day, from plowing fields and delivering milk, to putting
out fires and providing transportation. Horses were even used in emergency situations, as it was
the horse that brought the doctor to the patient (Kachelmeier, 2008). The American Museum of
Natural History (2015) states that humans domesticated horses some 6,000 years ago, and over
time, have created more than 200 breeds. During the process of domestication, horses have
come to perceive humans as part of their herd in some aspects, which appears to provide the
underlying basis for the bond between humans and horses. In order to maintain and utilize this
connection, humans need to take the part of the leader (Bachi, Terkel, & Teichman, 2012).
Variables in the leadership and follower dichotomy are effective communication, organization,
confidence, and trustworthiness. Trust is the bedrock of the development of shared responsible
leadership in groups and teams (Pearce, Wassenaar, & Manz, 2014). Interaction with horses may
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help facilitate self-awareness and teach individuals how our actions affect others. These are
crucial traits of successful leaders in all types of organizations (Ridding, 2005).
In 2010, a study was conducted by Wood, Gasser, and Winward to evaluate the
perception of Southern Utah University undergraduate students on the impact that an equine
program had on the overall educational experience as well as potential effect on life skills. The
goal of the study was to understand students' views of the semester-long horsemanship course in
order to enhance the program and improve the educational benefits for students. A survey
instrument was developed comprising basic demographic information, statements for response
on a Likert-type scale with five answers (1=Strongly Disagree, 5=Strongly Agree), and one
open-response question asking how the student transformed by taking the course (Wood, Gasser,
& Winward, 2010). More than 90% of the 162 respondents agreed or strongly agreed with each
of the statements related to gaining new knowledge of horsemanship (Wood et al., 2010).
Students stated they gained the ability to apply reasoning and problem-solving skills to other
areas of their education and life and reported the ability to physically guide a horse encouraged
decision making and independence (Wood et al., 2010). Horsemanship has proven many benefits
but no studies have been conducted to evaluate if horses support teaching leadership skills.
Theoretical ideas and empirical research about the importance of leadership qualities
within education have been in literature, one way or another, since the beginning of education
itself. The general idea is that better leaders produce better teachers and facilitators which, in
turn, render better students and more successful programs. While leadership literature abounds,
there is a lack of information pertaining to equine leadership programs (Fransson, 2015). In the
last twenty years, the developing field of equine-assisted activities has seen monumental growth
worldwide (Pohl, 2013). As of 2008, more than 700 facilities in the United States and numerous
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internationally renowned organizations delivered some type of equine-assisted activity (Pohl,
2013). In the United States, this list includes the Professional Association for Therapeutic
Horsemanship (PATH), Equine Assisted Growth and Learning Association (EAGALA), Equine
Guided Education Association (EGEA), EponaQuest, and Equine Experiential Education
Association (E3A). These groups teach and support individuals to work in partnership with
horses for healing, personal development, and learning principles (Pohl, 2013). Horses are a
natural model for leadership, affirming intrinsic concepts of awareness of self and others, as well
as providing a catalyst for the development and implementation of enhanced skills. They have a
sixth sense; if we are dishonest, give unclear directions, fail to listen, or give up, the horse will
reject us as a leader (Ridding, 2005). Horses are emotional, responsive beings and are perceived
as partners through work as well as their relationships with humans (EAGALA, 2011).
In the leadership classroom, perspectives can be a powerful tool in creating in-depth and
engaging discussions (Grimes, 2015). Horses give a direct response about our company,
expressive aptitude, and body language. Much research has been done on horse behavior and
their natural leadership roles within their species (Duff, 2010; Gehrke, 2009; Keaveney, 2008;
Miller, 1995); however, very little has been examined pertaining to the human level of leadership
in equine programs (Forsberg, 2007; Fransson, 2015). The purpose of the paper is to define how
equine-assisted leadership programs affect perceived professional development. Whether or not
leadership skills learned from horses are later useful for occupational leaders has yet to be
explored (Fransson, 2015). Conventional approaches to leadership development are often
grounded in a formula or recipe and assume the qualities of a successful leader can be defined,
copied, and then taught; but leadership develops when groups and individuals take on real and
consequential challenges in their environment (Jenner et al., 2013). EAL promotes personal
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exploration of feelings and behaviors without clinical interpretation of those feelings and
behaviors, thereby learning essential life skills (Kachelmeier, 2008). There is an increasing
curiosity in EAL programs around the world, as it has been found that working with horses in an
assisted experiential learning environment in fact changes a person’s behavior (Bachi et al.,
2012). What little research that exists in this discipline concentrates generally on the efficacy of
equine-human mental health analyses or on the physical therapeutic characteristics of working
with horses. The therapeutic process of equine-facilitated treatment offers an opportunity to
develop fundamentals of leadership, discipline and the method of addressing the “other,”
engaging the inspiration of the user to be in a leadership position concerning the horse (Bachi et
al., 2012). For EAL to achieve acceptability, credible examination of how horses support
humans in their own personal and professional growth and development is obligatory (Pohl,
2013).
Tyler (1972) conducted tests with individual horses to discover how they learn. The tests
revealed that a horse will only learn from a horse that it respects and trusts: the lead horse.
Horses rely on one another for survival, but rely most on their leader to recognize threats and
react accordingly. Horses answer to our behavioral patterns, offering us authentic and
transparent feedback about our present strengths and areas for improvement. Horses can bring a
high degree of chaos, endangerment, and frustration to those who do not know how to act and
react to horses. In order to have a beneficial working relationship with the horse, a person must
learn confidence and trust (Ridding, 2005). Various leadership programs strive to teach these
very aspects; however, equine programs differ because of the innate nature of the horse. These
programs are individually-owned, small operations and there are no EAL leadership programs
with a standard curriculum or multiple institutions teaching identical leadership course
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information. Some EAL programs incorporate riding the horse as part of the course while others
focus on leading the animal from the ground. The horse is a prey animal; therefore, it has
developed highly effective communication systems established predominantly on body language,
and is excellent at ‘picking up’ on human emotions and purpose. Horses have strong social
bonds, and herd behavior is based on a cooperative form of living, with each horse having a
‘place’ but with a leader, rather than a boss, who is usually an older, wiser mare (Burgon, 2011).
Throughout our history together, Smith (2012) found that horses have worked as
instructors, healers, and guides along the community path of social development. If humans are
willing to be sincerely curious, and to explore novel methods of learning, we may learn from
horses in a way that challenges us to live by integrating newly-learned relationship skills with
ourselves, each other, and our environment (Smith, 2012). Experiential learning requires an
open mind and a curious nature where learners discover facts for themselves, which lends itself
to Bruner’s theory of discovery learning (1960). As the horse and human encounter each other,
they soon influence each other’s choices and actions, and eventually partner together in a
relationship for a shared purpose. Smith (2012) offers that there is a prosperous and productive
framework to be explored with horses. Humans and horses have a symbiotic bond formed over
thousands of years. The disposition to partner with humans has served horses and humans well
in the progression of our coevolution. Individuals can benefit greatly by interacting with horses
as they provide an avenue for self-growth, an increase in self-esteem, an awareness of selfefficacy, self-perception, and a decrease in violent acts among many other positive life-changing
skills (Kachelmeier, 2008). Humans now have an opportunity to be more inquisitive and openminded to the lessons horses can teach us through a genuine relationship (Smith, 2012).
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Equine programs are becoming more popular as people are drawn to find alternative
methods of education as well as leadership courses for faculty and staff of schools and
businesses in the corporate world alike. Exploring different methods of teaching is very
common and new methods are sought to interest students. However, the majority of teachers fall
back to the old form of teaching where students memorize answers and are not led to think
critically. The most common approach in all kinds of teaching is convergent thinking, where
students learn one right answer from a teacher or a book and use rote memorization instead of
critical thinking skills to find an answer (Moran & Agrell, 2013). Literature has shown that
discovery learning has a place with younger children. Bruner (1967) held the following belief
regarding learning and education: that curriculum should promote the development of problemsolving skills through the developments of analysis and discovery. Bruner (1960) believed that
learning themes should be embodied in positions of the way a child interprets the world. That
curriculum should be planned so that the grasping of skills leads to the understanding of more
influential ones. He also advocated teaching by organizing concepts and learning by discovery.
Equine programs are at the heart of discovery learning yet little research has been conducted to
surmise the importance of it.
Insufficient systematic research exists on EAL leadership programs and their perceived
professional development outcomes. Current studies in EAL focus more on therapy and
psychoanalysis, thereby creating a well-defined gap in literature. Among existent EAL studies,
the jargon used is often confusing and there is no standard for referring to equine-assisted
learning. Its many names and acronyms abound, only serving to obscure the literature.
Considerable research has been conducted on administrative leadership skills, relationship
quality, and leadership effectiveness but only within the confines of large corporations and
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businesses such as global banks. A study is needed to understand EAL programs that support
and foster education in order to improve these services and promote alternative education
sources using horses.
Why Professional Development is Essential for All Leaders
The purpose of the leadership development process is to support an individual to acquire
the skills to become a leader that is mindful of his/her strengths and weaknesses (Ross, 2014).
Leadership development is a growing industry with approximately 6,741,640 people nationwide
employed within a management occupation (United States Department of Labor, Bureau of
Labor Statistics, 2015). In truth, few individuals experience high quality professional
development involving joint participation, detailed active learning opportunities, or dialogue
with peers (Patton & Parker 2014). Trying to pinpoint the qualities of an ideal leader is an effort
sought after by companies and school systems alike, which in turn stimulates spending for an
individual’s professional development (American Society of Training and Development, 2012).
Classifying good leadership skills is not concrete; however, managers are expected to
specifically facilitate project preparation, organization, subject expertise, bringing employees
together, and control of employees (Nienaber, 2010). In the health field, particularly community
health departments, the soft, people skills of leadership are of utmost importance as it is
commonplace for health personnel to expend almost 80 % of the fiscal budget on learning these
skills (Fernandez, Noble, Jensen, & Steffen, 2015). While many organizations send their
employees and future leaders to a program or seminar, Ford Motor Company has its own
esteemed leadership program. Leadership is about inspiration and encouragement rather than
authority (Pockell & Avila, 2004). The most successful leaders are predominantly skilled at
exercising influence across administrative, geographic, and social boundaries (Richardson,

28
2014). Ford Motor Company has experienced an unbridled economic recession but nonetheless
managed to grow from the crisis and performed better than its North American competitors. It is
through Ford’s commitment to leadership development that the company thrived even in tough
economic conditions. Ford carefully chooses leaders within the company that are recognized for
their determination, commitment, and capacity to solve multifaceted problems (Emerald Insight,
2014). The rationalization behind Ford’s leadership development is that influence reflects the
sum of numerous leadership skills. Emerald Insight (2014) provides that Ford’s course design
focuses on several strategic behaviors, which include see differences, close the gap between the
different environments, connect with different people, preserve balance, develop extended
networks, and develop future leaders. It is suggested that in order to learn more about one’s
leadership style, strengths, and weaknesses, one has to challenge oneself. EAL challenges
leaders to see things from a different perspective. The primary goals of Ford’s leadership
program is to get knowledgeable leaders to comprehend things in a different way and question
prevailing traditions. To do this, the program is deliberately planned to be uncomfortable,
stimulating, and unpredictable (Emerald Insight, 2014).
Learning how the leadership development process functions begins with identifying the
skills that contribute to a person’s behaviors traditionally linked to successful leadership (Ross,
2014). Professional development is a growing industry for those with jobs, careers, and callings
in every sector of business and education. U.S. industries spend more than $170 billion on
leadership-centered programs, with the bulk of those dollars being spent specifically on
leadership training (American Society for Training and Development, 2012). Twenty-five
percent of training hours were accomplished by means of an online course, and 16% used a selfpaced online program (Association for Talent Development, 2014). In most cases, official
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training hours include an instructor, and in 2013, 70% of training time was led by an instructor
(Association for Talent Development, 2014).
Just as Maslow’s hierarchy outlines an individual’s need for self-actualization, leaders are
among the few that seek the highest level of needs as they realize their self-concept. The highest
tier is leadership; by moving to this level, the individual distinguishes his or her capacity for
leading others (Ross, 2014). As a person’s self-concept strengthens over time, the focus shifts
from one’s self to others, which is described as leadership aspiration (Ross, 2014). Opinions of
what leadership is and what are the best forms and qualities of it are innumerable, as are the
leadership roles in our society. Kelly (2013) states that we can train leaders accurately because
we do not know what leadership is. It is this vacancy that creates and sustains our desire for
leadership as a symbolic filler for the promise of a better world and a better self.
The fundamental catalyst of leadership transformation has been found to be that the
organization wants a change from a management driven culture to one with a leadership based
perspective (Ridding, 2005). Leaders establish the organizational culture, which initiates
employee commitment, consequently affecting relationships and employee turnover as well as
relationships with coworkers and general staff morale (Fernandez et al., 2015). Organizations
that need change may focus on individuals who possess good leadership skills. While people
develop self-esteem and self-concept at an early age, all adults can hone these qualities with
leadership building activities. The decisive element is the individual’s aspiration to become a
self-leader through making particular choices that contribute to greater accountability for his or
her individual actions (Ross, 2014). Leadership development programs make little difference to
the performance of the leaders in our organizations when learning about leadership is separated
from the act of leading (Jenner, Barnes, & James, 2013).
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Social exchange and leader-member exchange theories have been studied extensively
within political mediator roles but not within education. More research is needed to examine
these various theories and to better understand their place in leadership development. The results
of Ridding’s (2005) research find that interactive leadership behaviors positively affect
performance through the cultivation of effective work communication and relationships.
Professional development in every vocation calls for effective communication and the ability to
facilitate relationships to better the work environment. This information is crucial to equineassisted leadership programs but the studies’ results could not be generalized, thereby leaving a
gap in the research. The focus in academic research on leadership values and styles, which was
most prevalent in the 1970s, has fallen precipitously. Comparatively, from the mid-1980s until
more recently, more attention has been dedicated to subjects such as teams, alliances, and
knowledge, with a lesser amount of consideration to leadership styles and values (Carter &
Greer, 2013).
The relationship between followers’ perceived quality of relationship and preferred
leadership style among certified public accountants has been studied. It was found that followers
prefer transformational leadership, which involves building trust, inspiring a shared vision,
encouraging creativity and recognizing accomplishments (Notgrass, 2013). This research is
significant, however due to the nature of the sample, solely accountants; this survey data is not
easily applicable to educational or business leaders. Furthered research could examine
individual versus organizational preferences for certain types of leadership to include
transformational and transactional behaviors. People prefer different leadership styles while
participating in leadership development, and they often differ depending on school and
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organizational culture. Nonetheless, little research has been conducted within this area for
equine programs.
Literature regarding transformational leadership covers many aspects, from global
corporations to small businesses to education. The information represents individuals that can
create an inspiring vision of the future, motivate people to buy into and deliver the vision,
manage delivery of the vision, and build ever-stronger, trust-based relationships with their people
(Manktelow, 2006). The results suggest that leadership matters not only at the strategic level of
a bank, but also in operational teams no matter the business or organization. In addition to the
use of traditional operational management theories to optimize efficiency, managers of banking
operations have to pay attention to selecting an appropriate leadership style, thereby enhancing
team performance and service quality (Lee, Cheng, Yeung, & Lai, 2011). Selecting a leader that
fits the needs of the organization may be imperative to success. Leadership development is
essential to individuals in a leadership role (Ross, 2014). The findings of the literature review
demonstrate that management and leadership are inextricably interwoven. All of the
responsibilities acknowledged in the reviewed literature fell within the limitations of
management, and the greater part of these tasks correspond with leadership. Management has a
few tasks that are not shared by the general idea of leadership, while leadership has no distinctive
responsibilities in its boundary. These findings show that management authors, whether past or
current, address most of these tasks: planning, organizing, command, coordination, and control.
In the instance of leadership, the modern authors report most of these tasks, while the innovators
address merely some of the tasks (Nienaber, 2010).
In a 2012 survey by the National Leadership Index (NLI), released by the Center for
Public Leadership at Harvard Kennedy School and Merriman River Group, 77% of respondents
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said the United States now has a disaster in business leadership and confidence levels (Williams,
2013). The NLI survey also states confidence and trust in Chief Executive Officers have
dropped to the lowest levels in recent times (Williams, 2013). Leadership and management
development are essential for professional positions and career advancement within every
vocation. Differences between individual ethnic cultures, organizational culture, rapid change of
knowledge, and the fluidity of knowledge management complicate the learning experience
process prompting a new perspective of educators as leaders of knowledge systems (Procter,
2009). As an individual advances within their career, it is presumed that the individual will hold
and tap into leadership capabilities in order to effectively lead an organization (Farrell, 2014).
Personal development is distinguished, as it is not a typical focus of support in higher education,
but holds great importance to participants (Savage, Tapics, Evarts, Wilson, & Tirone, 2015).
This strong significance with participants proposes that sustainability programs should reflect on
the role of the self to better nurture the development of key sustainability proficiencies (Savage
et al., 2015). By design, a pre- and post-test requires participants to reflect on their development
and evaluate their level of proficiency, ability, understanding, etc., both before they start and
after they complete a training program (Fernandez et al., 2015). Self-reflection is a tremendous
tool to assess one’s own growth and learning gains. Using a pre-/post-test design to measure the
skill development in health professional leaders helps indicate preparedness and willingness for
their own journeys of leadership; it also evaluates how their experience in the leadership program
prepared them with necessary skills (Fernandez et al., 2015). Individuals may look to educate
themselves through organizations that have a larger network of sources to build knowledge and
skill sets. Professional development encompasses many aspects but this study will focus on
leadership.
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The lack of consistent innovation and follow-up training is a weakness many
organizations have. The difficulty in creating the organizational learning opportunities lies in the
activities after the trainings and development have finished (Procter, 2009). Professional
development seems to be a costly endeavor and often the newly learned skills may be lost and
the cycle is to be repeated. Despite an organization's investment in training and professional
development knowledge, a loss in learning for organizations remains a problem. The paradox of
investment in learning opportunities is that the system organized to promote learning is at the
same time responsible for the loss of knowledge (Procter, 2009).
Traditional organizational leadership structures and ideals have universally fallen in
esteem in recent years due in large part to grievous moral lapses in some significant and
respected organizations. Instinctively, academics and leadership practitioners alike have
renewed their attentions to the fundamentals of leadership and the innate responsibilities of those
holding roles requiring such (Pearce et al., 2014). Widespread efforts of the quantifiable school
effectiveness research have revealed that leadership is an essential factor for the excellence of a
school (Sun, Wang, & Sharma, 2014). This is crucial in professional development within all
types of organizations. Leadership guides the people and ideals that support the mission of the
organization and without clarity, emphasis on leadership could be lost. To facilitate effective
professional development, teaching leadership skills is essential to supporting management in
every vocation. For example, the leader of a school is most often noted as the paramount figure
in each school's development, either preventing or supporting change, serving as the catalyst for
these changes, and supervising the mechanisms of progress and rejuvenation (Sun et al., 2014).
It is important that hierarchical leaders ensure that expectations are clear and that performance is
evaluated accordingly. It is difficult to hold organizational members accountable for responsible
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performance if expectations are not clear (Pearce et al., 2014). Organizational performance can
be measured in many ways. An organization’s financial success was traditionally thought to be a
leading factor in achievement, but the mindset of the 21st century says otherwise. A 2011 survey
of millennials, a person reaching young adulthood around the year 2000, found that 92% of
respondents said that a firm’s success should be measured by more than profit (Carter & Greer,
2013). When asked to identify conditions of success for business purposes, 51% indicated
societal development, whereas only 39% indicated profit (Carter & Greer, 2013). Leadership has
changed, especially with the rapid pace of technology and while profits are important,
stakeholders are looking to more socially responsible leaders.
Although researchers have begun classifying circumstantial issues and leadership
characteristics that clarify variation in leaders' responses to leadership interventions, this research
does not offer understanding into the processes through which change is achieved (Mason,
Griffin, & Parker, 2014). More studies are needed to understand what change is achieved and to
what degree to determine the efficacy of professional development programs. Effective
leadership training interventions are important not only to achieve change in behavior, but to
avoid negative emotional outcomes for leaders (Mason et al., 2014). In fact, there is a deficiency
of high quality professional development with active learning opportunities and peer discussion
(Patton & Parker, 2014). Training a model leader is a top priority for almost every organization
which stimulates spending and creates the professional development training industry (American
Society of Training and Development, 2012).
Characteristics of Leadership
A few commonly known types of leadership are transactional, transformational,
participative, laissez-faire, and autocratic. Beyond these classifications are individual
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characteristics that have been isolated and studied superfluously. “Truly great leaders know
there are only three relationships you can have with your work: a job, a career, or a calling,”
(Conley, 2013, p. 31). While research has been conducted endlessly to determine the most
effective leadership styles and qualities, very little research exists on equine-assisted leadership
programs and its effect on perceived professional development.
Characteristics of leadership have been studied excessively and through that research
behavior theories have evolved and emerged. For example, behavioral styles of leadership have
been studied within middle school sports coaches and the following has been found: female
middle school coaches have a higher regard for the democratic style of leadership than their male
counterparts (Tucker, 2010). Democratic leadership styles were preferred because it was more
about a group leader than an authoritative one. The literature covers many types of leadership
behaviors and what is preferred within specific parameters; however, none has been conducted
with equine programs. Little is known about the types of leadership skills learned at equine
programs or what effect it has on professional development of its participants. Defining
leadership has been a complex and challenging task principally because the makeup of
leadership itself is complicated. To underscore this point, Burns (1978) claimed that of the
observable phenomena on Earth, leadership is universally recognized but it is one of the least
comprehended (Tabassi, Ramli, Bakar, & Pakir, 2014). Leadership encompasses many skills
and natural abilities, although there is no widely accepted view of a good leader. Manktelow
(2006) asserts these qualities to assess a leader: a person who forges a vibrant, dependable, and
vigorous outlook of the future that others can respect and trust; communicates this outlook and
recognizes the gains of the organization as others perform their best to execute the plans you
successfully implement; fosters self-confidence, both in growing as a calm leader yourself and in
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imparting this assurance to others; creates a reputation for skillfulness and knowledge with a
proven record of accomplishments that team members and peers alike grow to admire, esteem,
and accredit. Informal leaders also have influence and power which is not based on
organizational status but on their experience, behavior and personality (Jones, 2012). Western
customs of individual leadership controvert Eastern viewpoints concentrating on the group level
and shared forms of decision making (Lawrence & Pirson, 2015). As a result of cultural
diversity, another challenge is added to an expansively applicable understanding of leadership.
The current worldwide problems, however, call for a shared understanding of the concepts of
ethical and responsible leadership (Lawrence & Pirson, 2015).
While there are many styles of leadership and many definitions of good leadership, Jim
Collins, renowned author of the book, Good to Great has theorized a measurable list of traits to
assess his view of good leadership. In his research, Collins (2009) found that all the companies
that rose from good to great were led by humble chief executive officers who were “obsessed
with the success of the organization” (p.16), and this was identified as level five leadership. In
the seminal work, Collins (2001) had concluded:
Level 5 leader as one who demonstrates a compelling modesty, shunning public
adulation; never boastful . . . acts with quiet, calm determination; relies principally on
inspired standards, not inspiring charisma, to motivate . . . channels ambition into the
company, not the self; sets up successors for even greater success in the next generation,
looks out the window, not in the mirror, to apportion credit for the success of the
company to other people, external factors, and good luck. (p.25)

Contrary to popular belief, leadership is more about preparation, guidance, empowering,
and inspiring others, than it is about commanding and directing (Jones, 2012). Collins (2001)
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further noted that a leader with a strong personal will is resolved to do whatever is necessary to
produce the optimum long term results for the organization, regardless of the personal cost.
The characterization of leaders vary by the needs of the organization and have also
changed over the years. Little is known about the connection between leadership and culture of
modernization and improvement as well as the degree to which quality improvement approaches
are used in common practice (Apekey, McSorley, Tilling & Siriwardena, 2011). It is difficult to
generalize from one organization or leader to all organizations or all leaders, as each has its own
culture and social norms making it impossible to simplify for use of all types of leaders and their
organizations. The literature available also does not examine equine programs concerned with
training leaders and professional development.
It is important to note that there is overlap between some of the dimensions of
transactional, transformational, and charismatic leadership. The developing philosophies reflect
the recognition that leaders may be focusing on numerous participants to a greater extent than
they had in the past (Carter & Greer, 2013). The common vernacular in the transformational
leadership literature seems to entirely focus on high levels of performance, with very few clear
references given on how transformational leaders may influence low-level performers (Arthur &
Hardy, 2014). Transformational leadership stimulates routine information use by promoting goal
clarity and encouraging a supportive environment to look beyond self-interest (Ljungholm,
2014). The emphasis of transactional leadership is on strategies such as incentives and penalties
qualified by the employee’s performance. Followers get approval and credit if they conform to
the instructions of the leader and meet goals; however, they receive negative, disciplinary
reactions when performance does not meet expectations (DuBois, Hanlon, Koch, Nyatuga, &
Kerr, 2015). While transformational and transactional styles have merit, the characteristics of a
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desired leader depends on the organization and its people. When leaders are self-aware and
acclimate to others, this shows flexibility, respect and creates an environment based on
authenticity and trust (Sudbrink, 2015). Responsible leadership requires a lot of listening and
reflection based on stakeholder input (Lawrence & Pirson, 2015). No matter the type or style of
leadership, the most valued characteristics of a leader are effective communication, trust, being
self-aware, and exceptional at understanding and inspiring people (Collins, 2001; Jones, 2012;
Manktelow, 2006). While leadership arises in countless forms, it is communicated and taught in
just as many ways. Research is deficient concerning the area of EAL as a way to teach
leadership; consequently, it is not known if it is a positive and remarkable instrument of
instruction or just a brief trend in education of the 21st century.
Equine-Assisted Learning Leadership Programs
Knowledge and training are commodities of information which determine success of
educational programs (Procter, 2009). About 700 centers across the United States participate in
some type of EAL: Professional Association for Therapeutic Horsemanship (PATH), Equine
Assisted Growth and Learning Association (EAGALA), Equine Guided Education Association
(EGEA), EponaQuest, and Equine Experiential Education Association (E3A). These
establishments show, support, and certify dedicated individuals in teaming up with horses for
healing and social growth and learning purposes, a discipline better known as EAL (Pohl, 2013).
Therapy programs using horses are not new to education or rehabilitation professionals. The
Professional Association of Therapeutic Horsemanship International (PATH Intl.), a federallyregistered 501(c3) nonprofit, was formed in 1969 as the North American Riding for the
Handicapped Association to promote equine-assisted activities and therapies (EAAT) for
individuals with special needs. Approximately 58,326 children and adults, and more than 3,300
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veterans, find a sense of health, wellness, and independence through equine-assisted activities
and therapies (PATH, 2013). EAGALA (2015) states that there are approximately 121 programs
focusing on equine-assisted leadership across the United States. This study will use three
programs that are EAGALA certified ensuring a uniform standard, similar curricula, and
continuity within professional development skills. The requirements to become a certified
EAGALA equine specialist are: complete the pre-training online webinar, 5 day on-site training,
post-training online assessment, post-training mentoring, and candidate must submit professional
development portfolio (EAGALA, 2015).
As the relationship with horses develop, humans become more sensitive, increase their
bodily awareness as well as their non-verbal communication (Maurstad, Davis, & Cowles, 2013).
Therapy research is abundant and proving to be beneficial for all types of disorders and
disabilities such as ADD or other hyperactivity disorder, autism, cerebral palsy, developmental
delay, down syndrome, genetic conditions, head trauma/brain injury, hearing impairment,
intellectual disability, learning disability, orthopedic, paralysis, speech impairment, spina bifida,
spinal cord injury, and visual impairment. Klontz, Bivens, Leinart, and Klontz (2007), found
self-actualization was strengthened and a reduction in general distress in 31 adult participants
from a residential equine-assisted therapy program, and these changes were sustained over a six
month period. Therapy using horses may be an effective treatment for individuals suffering from
anxiety symptoms and PTSD because contact and communication with horses may intensify
mindfulness (Earles, Vernon, & Yetz, 2015). Despite the amount of research on equine therapy,
there is scarce research on EAL leadership programs. The inimitable relationship made with the
horse offers benefits such as improved confidence, patience, and self-esteem, as well as
development of relationships and social skills (Smith, 2013). However, there is a gap in research
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pertaining to equine-assisted leadership programs. The concept is generally new within
education, based on a discovery learning approach and a hands on environment to teach people
of any age leadership skills using the horse.
The talents of horses have been quietly employed for centuries in an effort to heal
humans; ancient Greeks utilized the activity of riding horseback to attempt to assuage those
suffering from incurable or untreatable ailments (Notgrass & Pettinelli, 2015). Documentation
of the healing effects of horseback riding was created by Merkurialis in 1569; however, while
horseback riding is mentioned in various forms of medical literature from 1600 to 1940, it
appeared to be used only periodically in Europe (Notgrass & Pettinelli, 2015). It was not until
equestrian Liz Hartel won a silver medal in the 1952 Olympics (despite being partially paralyzed
from polio) that the beneficial implication of horseback riding became more recognized and
began dispersion to other countries (Notgrass & Pettinelli, 2015).
Animals have long been recognized for their therapeutic benefits, and this interest has
developed in recent years into the formalized field of therapy known as animal-assisted therapy
(Burgon, 2011). There are other types of animal-assisted therapy such as: swimming with
dolphins and dogs brought into hospitals and nursing homes to cheer up patients. As horses have
started to be incorporated into therapy programs, several organizations such as the Equine
Facilitated Mental Health Association (EFHMA) and the Equine Assisted Growth and Learning
Association (EAGALA) strive to set standards and bring research models to practice (Burgon,
2011). The motion of riding a horse causes the rider's body to move in a fashion comparable to
that of the human stride, so those with exceptional physical needs often exhibit increased
flexibility, balance, muscle strength, coordination, circulatory health, and lung function (Smith,
2013).
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While many of the benefits the horse can bring to the therapeutic encounter have
similarities to animal therapy, the horse is argued to have additional qualities, in part because of
its large size and power, but also its inherent vulnerability and unique characteristics (Virdine,
Owen-Smith, & Faulkner, 2002; Karol, 2007). In a study by Earles, Vernon, & Yetz, 16
participants attended an equine therapy program and came to the facility once a week for 6
weeks; each visit was a 2-hour session. They were given pre and post-test questionnaires to
assess twelve variables of the self-perceived effect of the equine therapy. At the end of the 6week program, a paired t-test was used to analyze participants’ scores. They reported significant
reductions in anxiety, as well as increased self-efficacy and mindfulness (Earles et al., 2015).
Based on the characteristics and natural responses of the horses, participants can learn how their
behaviors affect the horses and these results are immediate. Participants can see the cause and
effect patterns in action that generate helpful and unhelpful interactions (EAGALA, 2011). The
approach we use to lead others is often associated with our life experiences and the discoveries
and realizations made relating to those experiences (Sudbrink, 2015).
Knowledge and first hand involvement is the facilitator that introduces the self-leadership
growth process (Ross, 2014). Unlike 360-degree feedback, role-playing, outward bound
adventures, fire walking, yogic singing, and any number of similar human-centered experiential
practices; here, we are confronted with the living animal, quite literally looking us in the eyes
(Kelly, 2014). The horse is a natural teacher in regards to self-awareness and non-verbal
communication. Their responses to nonverbal cues from both humans and other horses during
their interactions are instinctive and instantaneous (Notgrass & Pettinelli, 2015). What is the
animal thinking? In asking this unanswerable question we open up the possibility for critical
reflection of a different kind in which the question of the subject of leadership development
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becomes a central concern (Kelly, 2014). The equine-assisted training experience offers an
exclusive method for students and company participants to become aware of and grow
sustainable changes of mindfulness and actions concerning their leadership aptitudes and
legitimacy (Gehrke, 2009). This pioneering effort proposes how the presentation of equine
partnered experiences can aid and motivate people so they are adept at better decision making,
gain more clarity, experience more commitment to their life and work, and largely improve the
rationality of themselves and those around them (Gehrke, 2009). Within leadership at every
level, in every profession, better decision making skills, transparency, and confidence are sought.
Horses share several similarities to humans, and these similarities create many opportunities for
growth and learning (Siegel & Faye, 2012):
Horses are considerably like humans as they are social animals; they have clear and
distinct roles within their group. They prefer to be with their peers, and they have distinct
personalities, attitudes, and moods. An approach that may work well with one horse does
not certainly work with another. At times, they appear strong-willed and rebellious and
they like to have fun. In other words, horses provide immense opportunities for
representational learning. Using metaphors, in discussion or activity, is an effective
method when working with even the utmost challenging individuals or groups (p. 68).

Cognitive psychologists suggest learning by means of experience provides opportunities
for developing genuine ways to learn about abstract and challenging ideas (Bruner, 1990).
Equine-assisted learning is an experiential modality which uses horses to deliver a distinctive
and individualized learning experience for personal development. In a study conducted in 2015
by Frederick, Hatz, & Lanning, 26 participants received 5 weeks of EAL, while participants in
the control group received school counseling. Repeated measures ANOVA of participants’ self-
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reported levels of hope and depression showed statistically significant improvements in the
treatment group as compared with the control group. Even a short, 5-week intervention of EAL
had a positive influence on the lives and attitudes of 11 to 17 year olds, with increased levels of
hope and decreased levels of depression (Frederick, et al., 2015). Research indicates that therapy
involving horses may yield a variety of psychotherapeutic benefits, including the following: selfconfidence, self-concept, communication, trust, perspective, and anxiety reduction (Frederick et
al., 2015). Although these findings are from therapy programs involving horses, the outcomes
are still the types of skills and qualities that leaders strive to learn.
EAL as an experiential modality immerses individuals in an environment quite different
than a classroom or business office. The efficacy of experiential learning has been thoroughly
examined and empirical research shows it is a more effective way to learn and retain new skills
(Gitsham, 2012). Thirty-five participants from various global regions were interviewed to
determine outcomes of experiential learning reported greater confidence in their skill to lead
change, and a number of new activities they had pursued as a result of experiential learning,
whether that be specific projects with the organization, seeking out a new role or enhanced
responsibilities, becoming a more vocal advocate of sustainability in the workplace, as well as a
range of activities in their personal lives outside of the workplace (Gitsham, 2012). The findings
give influence to arguments that those involved in management development might practically
provide more consideration of the prospective value of experiential learning methods (Gitsham,
2012).
Before EAL came into existence, research centered on how to handle and train horses,
but today’s view of the research concentrates on horses’ unique abilities to guide human personal
development and skills (Fransson, 2015). Traditionally, people like to try new ways of learning
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and experiential learning within leadership is a relatively new trend. At first glance, the notion
of using horses to train leaders might be easily dismissed as a mere novelty—yet another fad or
fashion in an already overcrowded corporate training marketplace (Kelly, 2014). Based on
research, the program participants were generally excited by the program’s experiential format
and supportive community (Savage et al., 2015). Initially, it seems that people shy away from
experiential learning but later find that it proves to be a more fun and effective way to learn.
Research showed improved levels of skill in a range of general leadership competences, like
team working, cross-cultural working, networking, and skills for communicating and influencing
(Gitsham, 2012). By immersing in a new atmosphere a person is able to be present and
experience the new surroundings, paying close attention to minute details. Bodily experience
and emotional arousal are important in shifting from abstract awareness to commitment to
changing, and actual change (Gitsham, 2012).
In a qualitative case study by Fransson (2015), five business leaders were asked how their
participation in an equine program affected their leadership skills at work. The interviews were
analyzed using coding for certain phrases and comparison to the other interviews. The analysis
indicated that the business leaders had advanced their leadership skills; confidence, decisiveness,
take charge attitude, expressive control and communication through equine experiences
(Fransson, 2015). While the findings are not generalizable due to population size, the study still
gives in-depth insight as to how equine involvement directly improves professional development.
As EAL programs are a form of experiential learning, it has different guidelines than do
traditional classroom environments. According to EAGALA (2011), Equine-Assisted
Psychotherapy (EAP) is an experiential education model that draws many of its tenets from the
Association for Experiential Education (AEE). As an experiential modality, EAP contains
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several key principles incorporated from the AEE, as described on their website (Notgrass &
Pettinelli, 2015):
● Experiential learning transpires when thoughtfully selected experiences are reinforced
through reflection, critical examination, and synthesis.
● Involvement is organized to necessitate that the learner to take initiative, be decisive and
be responsible for outcomes.
● During the experiential learning routine, the learner is enthusiastically involved in asking
questions, exploring, investigating, resolving problems, shouldering accountability, being
creative, and creating meaningful outcomes.
● Students are engaged academically, expressively, socially, soulfully and physically; this
involvement creates an awareness that the learning assignment is genuine.
● The outcomes of knowledge seeking are personal and shape the foundation for
forthcoming experiences and learning.
● Personal relationships are established and cultivated: learner to self, learner to others and
learner to the world.
● The instructor and student may undergo achievement, disappointment, exploration, risktaking and uncertainty, since the outcomes of events cannot completely be anticipated.
● Opportunities are cultivated for students and teachers to discover and observe their own
values.
● The instructor’s principal roles include creating appropriate learning opportunities,
presenting problems, setting limits, supporting students, protecting physical and
emotional safety, and aiding the learning process.
● The educator identifies and inspires natural and spur of the moment opportunities for

46
learning.
● Educators make every effort to be mindful of their predispositions, decisions and how
these influence the learner.
● The learning experience is designed to include the opportunity to learn from natural
consequences, faults and accomplishments.
Constructivists learning established by Bruner (1967), states the instructor should assist
the learning process by creating learning opportunities that provide the student with pertinent
information they need but without organizing it. Learning approaches, such as problem-based,
inquiry-based, experiential, and collaborative learning methods, promote a higher-order learning,
which makes possible how to think rather than what to think (Savage et al., 2015). Participants
in the study often mentioned improved self-awareness and a growing sense of empowerment.
Participants described other personal development themes:
The experiential program allowed me to do a lot of personal reflection, which led to an
increase in confidence. I got to better understand myself, my goals, what drives me and
my place in the community as a leader (p. 699).
Kelly (2014) eloquently summarized, “Before entering the round pen we were all
reminded that the horse is like a mirror, everything we do, everything we bring into the training
space is reflected back to us through the horse’s actions” (p. 224).
Insufficiencies of Other Leadership Programs
Leadership training typically takes place on site at an organization or has been
organizationally sponsored so participants can immediately implement the lessons learned
(Grantham, Pidano, & Whitcomb, 2014). While there is a plethora of research on effective
leadership training and historically proven successful individual leadership styles, none examines
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EAL leadership programs or their outcome on perceived professional development. More than
$45 billion is spent on leadership training every year, and a great deal of that money is wasted; a
considerable quantity of people essentially become less effective leaders after being subjected to
work related leadership preparation (Emerald Insight, 2015). A mixed methods study of 615
college students at two southwest institutions was conducted to assess the characteristics of
effective school principals. The most common themes from the meta-analysis revealed these
college students preferred their leader to be: understanding, caring, patient, and responsible;
notably the most important: possessing effective communication skills, and caring administrators
(Schulte, Slate, & Onwuegbuzie, 2010). Teaching effective communication and compassion is
not easily done within a traditional learning environment. Sitting in a classroom does not
facilitate the act of self-reflection among participants (Strozzi, 2004), this a major disadvantages
of non-EAL programs. Leadership courses strive to teach skills and theories to push us to be a
better leader. A leader is defined as an individual with the responsibility to influence followers
and to guide them to accomplish set objectives (Sethuraman & Suresh 2014). Throughout the
19th century, scientists were persuaded that good leadership was instinctive and set on particular
individuals; however, research of the early 20th century held a dissimilar account, that leadership
is mostly made (Eurich, 2013).
Often leadership programs teach students how to influence others and lead effectively
according to qualities shown significant by research. The Myers Briggs Type Indicator (MBTI)
is often used in leadership training programs to personally assess each individual. MBTI is a
psychological instrument created by Isabel Briggs Myers and her mother, Katharine Cook
Briggs, and has been widely used by people all over the world over to understand their
personality and interests (Sethuraman & Suresh 2014). Myers and Briggs created 16 types of an
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individual's personality based on these indicators. These personality types are exhibited by four
letters based on their four preferences namely Extroversion/Introversion (E/I), Sensing/Intuitive
(S/N), Thinking/Feeling (T/F), Judging/Perceiving (J/P). The research has emphasized that
knowledge on Myers Briggs Type Indicator (MBTI) will help leaders to recognize the areas to be
worked on while giving consideration to employees’ needs and possible development areas
(Sethuraman & Suresh 2014). When a leader understands his or her own personality leanings
and learns how to recognize them in their employees and coworkers it helps to further develop
the leader and provide insight on how leaders can keep employees motivated. There is a strong
relationship between the psychological types and leadership behavior which was reaffirmed
using the MBTI for understanding the type partialities and reflections of a leader (Sethuraman &
Suresh 2014). For example, if a leader’s MBTI profile is ESFJ, this person’s leadership style
would be greatly interested in two-way communication and therefore would not be a good
candidate for managing their subordinates. Knowledge of a person’s MBTI profile helps the
leader to be more successful (Sethuraman & Suresh 2014); when a leader can be reflective and
understand how he or she is perceived to others, likelihood of a leader’s success is greater.
While some traditional leadership programs may use MBTI to great success, it is not a widely
accepted method of determining leadership capabilities and instruction. There is no universally
accepted standard for training leaders, and no standard method for assessing leaders’ newly
learned skills. This is a disadvantage of non-EAL leadership programs; conversely, EAL
programs put theory into practice and leaders are able to get immediate feedback from their
equine counterparts.
Leadership development programs are effective when they acknowledge that the
development of individual leaders, the leadership collective, and the organizational culture are
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intertwined (Jenner et al., 2014). This is another disadvantage of non-EAL leadership programs.
Leadership is found at many levels, not only the top tier so organizations must take this into
account for an overall effective leadership outcome. Aptitude for leadership is developed as a
person acknowledges the opportunity; responsibility of leadership; contributes in a group culture
characterized by trust; connection; idea sharing; momentum and focus; and acts with courage
and commitment in their mission to form a healthy and productive organization (Jenner et al.,
2014). The only accurate way to describe leadership focuses not on how leaders are educated or
the procedures they must follow but on the merits of character building that leaders take on
(Johnson, 2014). A successful traditional leadership program may focus on teaching effective
communication and how to understand others’ communication. The vital significance of
effective communication means cannot be overstated (Dubois et al., 2015). While
communication is key, an individual must understand how they are perceived by others.
Recognized by the Project Management Institute (2013) effective communication is a feature
that has led to 80% of project success. Well-defined, succinct, and regular communication with
all the shareholders, particularly customers and end-users is crucial throughout the project life
cycle (Dubois et al., 2015). In every profession, communication is key, throughout the day to
day operations as well as the overall company mission. Qualities of successful leaders are often
open minded and risk takers by nature. The project managers whose qualities closely
exemplified openness to new experiences, risk taking, analytical and innovative traits were more
efficacious toward influence on customers and business success especially in highly complex and
novel technological projects (Dubois et al., 2015). The way in which leaders learn to become
better is not how they are educated, but by the effort they put forth to internally build needed
qualities (Johnson, 2014).
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Taking time to self-reflect is imperative for leaders, yet so many people just do not have
time for it (Sudbrink, 2015). Self-reflection, introspection and 360 feedback are all tools used in
other leadership programs for learning and developing leadership skills as well as to evaluate
effectiveness of leadership training. 360 feedback is the process in which personnel obtain
confidential criticism from that employee's superior, fellows, and anyone who works for that
employee. The function of 360 feedback is to help people understand how they are perceived by
others and to help them identify possible strengths and weaknesses (Lawrence, 2015). Selfreflection is at the heart of pre and post-test studies. Numerous evaluation studies of leadership
development programs have used some type of introspective self-reporting measure (Rohs,
1999). Traditional leadership programs use these self-reflection strategies to teach students how
they are perceived by others and how that affects their leadership roles. Understanding one’s
strengths and weaknesses may serve to further develop their leadership skills. Seventy-five
percent of participants interviewed in the study said they felt better about having been through
the 360 feedback program and this implies such programs will lead to employees feeling more
engaged with their organizations (Lawrence, 2015). Self-reflection may be a key tool to learning
about one’s leadership style and honing it to be more effective. Reflective learning provides
students with opportunities to explain their thinking and problem-solving strategies; it
encourages students to become more self-aware and supports their capacity to connect theoretical
concepts to practical experiences (Olsen & Burk, 2014). In 2014, researchers, Olsen and Burk,
used self-reflection papers to assess 85 university student’s leadership skill development that
occurred during service learning experiences. Written reflections from the students’ service
offered a glance at their perspectives on their leadership growth. The data analysis process
incorporated a search for systematic meaning by collecting a comprehensive understanding from
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the qualitative reflection journals (Olsen, & Burk, 2014). This study points out that students are
better able to make informed choices about their behaviors as professionals when given
opportunities to reflect on material discussed in the classroom (Olsen, & Burk, 2014). Results
indicated that service learning along with reflection enables students to better connect leadership
principles and strategies to professional practice (Olsen, & Burk, 2014). Three overarching
themes emerged from the data: self-awareness, bringing theory to practice, and skill development
and improvement (Olsen, & Burk, 2014). Students not only showed comprehensive knowledge
of the course concepts but were able to critically analyze their behaviors and how the ideas from
the course directly applied to their service learning projects. Personality also has an influence on
an individual’s leadership inclinations; learning certain new skills will come naturally for some,
and some will take more work (Sudbrink, 2015). Most traditional leadership programs
incorporate an element of self-reflection as it is imperative to improve leadership skills. The
continued development of current skills through reflection, in addition to enabling students to be
aware of new skills they acquire, enables them to become more aware of strengths and
encourages them to explore ways in which to improve skillsets they feel are deficient (Olsen &
Burk, 2014). The component of self-reflection and introspection within a program is key to
building strong leadership skills.
Summary
EAL leadership programs are able to put theories into practice immediately as a hands-on
approach as well as self-reflection and the instant feedback offered by horses. This is directly
converse to non-EAL programs where feedback is subjective and not immediate. There is a
significant body of research into the benefits of equine-assisted therapy but less into the fields of
EAL, where horse are incorporated into the leadership curricula. A 12-week study was
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conducted following eight children with cerebral palsy; they were treated by hippotherapy
provided by a physical therapist twice a week. The results showed that the children exhibited
very significant improvements in control of their upper body and heads at the end of the testing
period and maintained advances after a 12-week period without treatment (Smith, 2013).
Silkwood-Sherer and Warmbier (2007) studied the effects of hippotherapy on postural stability
in 15 individuals with multiple sclerosis. Using a pre and post-test method, they found that the
group receiving hippotherapy revealed a statistically significant improvement in balance after
seven weeks of treatment. While the comparison group presented no improvement in balance.
Simply put, lives are changed through the bond that develops between humans and horses
(Smith, 2013). Patience, trust, compassion, respect, confidence, accountability and attentiveness
to others are skills that can be acquired from horse experiences (Keaveney, 2008). The
connection between horse experiences and the development of leadership skills is an evolving
field and more research is needed (Fransson, 2015). It is known that leadership styles and
behaviors are as different as the individuals who fill these roles; however, the attributes to
organizational efficacy in EAL leadership programs is unknown. A study is needed to determine
the perceived professional development outcomes after completion of an equine-assisted
leadership program.
Effective leadership skills are sought in every business and school and the styles pursued
differ by the organization’s needs. The changing nature of our country’s political leanings and
what is popular in news greatly affect an organization’s culture and leadership direction.
Leadership in today’s organizations is increasingly faced with pressure from the public to focus
on social responsibility while also maintaining productivity and profitability (McCann & Sweet,
2014). Billions of dollars are spent on professional development for educators and business
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people alike (American Society for Training and Development, 2012). A definitive study is
needed to understand the outcomes of perceived learning of these coveted, leadership skills.
Maslow’s hierarchy of needs is used to help aid leaders improve and refine their individual
leadership methods to match the needs of their followers. Bruner’s (1967) discovery learning is
used to explore and experience how horses teach humans how to lead. As popular as EAL is,
there has been no research to determine if EAL programs are favored when working to teach
leadership skills. Many of the studies from the literature review are based on therapy programs
and have limited generalizability because of the small and specific nature of the sample size.
Effective leadership and professional development are at the heart of any successful business or
education organization but little research exists on the effects of EAL on perceived professional
development outcomes; therefore, a gap in research has been identified within this field.
The purpose of the paper is to determine the effects of equine-assisted leadership
programs on perceived professional development outcome scores. Equine-assisted leadership
programs, and perceived professional development outcomes are the variables to be studied.
Given the common occurrence of commercial leadership in academic writings, it is surprising to
find that the literature has lacked a clear definition and has paid little attention to measurement
issues (Renko et al., 2015). Research has been conducted on non-EAL leadership programs’
outcomes but cannot be generalized for the purpose of equine leadership programs as well as
failing to exact a measurement tool widely accepted and used for future research. Researchers
still cannot pinpoint the reason for numerous forms of positive results that EAL has on
individuals (Delgadillo, 2011). Examination of other forms of leadership has explored
individual-level antecedents, such as leader demographics, cognitive ability, personality,
attitudes and values, affect, and emotional intelligence. These factors may also prove important
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for the development of entrepreneurial leadership and also find that over time people’s idea of an
ideal leader is one of sustainability (Renko et al., 2015). Equine-assisted learning programs and
therapies are effective due to a horse’s natural abilities to read and reflect a person’s level of
energy, leadership qualities, communication skills, and the integral nature of a leader’s
communication effectiveness (Dubois et al., 2015; McFarlane, 2014). Leadership behavior was
considered by the general public during and after the financial crisis to be focused on short-term
thinking, but today the perception of employees about its leadership is that it is focused on
sustainable behavior (McCann & Sweet, 2014). While there have been studies on types of
desired leadership and how to train employees to fit the mold, there has been no exploration in
the fields of EAL for leadership programs.
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CHAPTER THREE: METHODS
Overview of the Study
The purpose of this causal-comparative study was to compare the mean scores to
determine if there are statistically significant differences between the mean pre-test and post-test
scores on perceived professional development obtained by participants on the Equine-Assisted
Learning leadership programs. The independent variable of interest for the study was defined as
leadership attributes. The dependent variable of interest for the study was defined as leaders
perceived leadership development as measured by the Leadership Attributes Inventory (LAI).
Design
This causal-comparative study compared the pre- and post-test scores on self-reported
leadership attributes of participants in EAL leadership programs. The Leader Attributes
Inventory (LAI), is the most appropriate research instrument for this quantitative study. This
causal comparative research design is most suitable for comparing the differences between two
distinct set of scores by comparing the differences in the independent variable to measure the
result on the dependent variable (Gall & Borg, 2006). The difference between the pre- and posttest scores will represent the growth in perceived leadership attributes, as measured by a selfreported instrument which will represent the degree of perceived professional development
experienced by the leaders. If a program attempts to identify influences in behavioural change, a
standard method has been to use a pre- and post-test evaluation design to record change, if any
(Rohs, 1999). A retrospective pre- and post-test method is an effective self-assessment
instrument used in educational settings wherein a pre-test is administered before the training
program, along with a post-test upon completion (Fernandez et al., 2015). In this study, the
researcher is not manipulating any variables, only investigating the effect of EAL leadership
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programs. Since other factors such as participants’ prior leadership training, experience, and
knowledge of horse behavior can affect training outcomes, stratified analysis was used to control
for confounding factors. The stratum specific risks are: prior leadership training, leader’s
experience, and knowledge of horses’ behavior.
A paired samples t-test was used to compare the means of two related groups to
distinguish whether there are statistically significant differences between the pre- and post-test
scores of EAL participants (Laerd, 2013). The assumptions for a paired samples t-test study
must be that only the related groups are used to perform the test, the distributions of scores are
normal, the variances of the two samples are equal, and the cases are independent of each other
(Warner, 2013). The paired observations are dependent and not subject to additional
independent variations, and the paired samples t-test compares only the means for two paired
groups (Warner, 2013). The advantages of using a paired samples t-test are that it requires fewer
participants, it measures evaluation over time, and it is able to examine the individual responses.
For these reasons, the paired samples t-test was chosen as the best method for this study.
Since there are no more than two treatment conditions, a one-way repeated measures
ANOVA is not needed. Data analysis will also include a Pearson’s r to measure of the strength
of the linear association between the two variables (Laerd, 2013). The values of Pearson’s r can
be positive, negative, or no correlation. The goal is to determine the type of effect the EAL
leadership program has on perceived professional development scores.
The methodology for this study is based on descriptive research that will provide
quantitative information on leadership attributes of participants in EAL leadership programs.
The design approach, leadership assessment instrument, and population have been thoughtfully
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selected to provide authoritative results that can be put into practice to improve professional
development opportunities for leaders from a wide range of organizations.
Research Question
The following research questions will guide the study:
RQ1: Is there a statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the overall Leadership Attributes Inventory) on the EquineAssisted Learning leadership programs?
RQ2: Is there a statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the mean scores from the categories of the Leadership Attributes
Inventory) on the Equine-Assisted Learning leadership programs?
Hypotheses
The null hypotheses for this study are:
H 0 1: There is no statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the overall Leadership Attributes Inventory) on the EquineAssisted Learning leadership programs.
H 0 2: There is no statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the mean scores from the categories of the Leadership Attributes
Inventory) on the Equine-Assisted Learning leadership programs.
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Participants and Setting
The research population consisted of EAL leadership program participants from three
states: North Carolina, Ohio, and California. The EAL leadership programs are accredited by the
American College of Education and are similar to other accredited leadership courses. In
addition, each program curriculum discusses the importance of communication, trust, respect,
and body language for both horses and people, and puts the concepts into practice. The
instrumentation used for both pre- and post-tests contains items pertaining to sensitivity, respect,
adaptability, accountability, and communication to determine if there were statistically
significant differences between the mean pre-test and post-test scores on perceived professional
development obtained by participants on the Equine-Assisted Learning leadership programs.
Sampling Techniques
Convenience sampling was used as the locations were selected based on availability of
accredited EAL programs and the vendors’ willingness to participate in the study. A power
analysis was conducted, determining that for a moderate effect size with a statistical power of
0.7, and an alpha level of 0.05, at least 32 participants were required in the sample (Gall & Borg,
2006, p. 145). As there were three EAL programs, twelve participants from each group were
sought to keep a consistent number of participants in each group. Consequently, the sample size
in this proposed study was 36 participants.
EAL Program Curriculum
The three EAL programs were chosen to participate in the study based on their similar
curriculum and program content. Review of the respective websites of the three EAL programs
reveals that all programs emphasize self-awareness, communication, attention to detail,
understanding body language, and developing trust. The curriculum offered at the North
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Carolina EAL program emphasizes that experiential learning with equine aides in developing
leadership skills by promoting awareness, encouraging decisiveness, and staying the course once
decisions are made (Gunter, 2016). This EAL program focuses on teaching leaders how to
motivate and gain trust of their followers, much like that of a herd. Experiential learning using
horses is well matched for individuals motivated to develop unconventional leadership
proficiencies that include: directing complex and uncertain situations, developing shared
leadership and collaboration skills, evolving authenticity, and achieving adaptive leadership
(Gunter, 2016). The program’s curriculum is based on developing these skills. As Gunter (2016)
explains:
Ultimately, the herd members must know that the leaders have their best interest as their
source of motivation at all times. Attention, direction, energy, congruence: When leaders
demonstrate these qualities and skills, the herd becomes confident in their leadership.
The bottom line is that confidence in the leader makes the herd agile in times of change.
The same is true for people. (p.11)
Overall, this program strives to teach participants to be self-aware, how to give clear direction,
how to read body language, how to focus and keep the team on task, and how to keep the team
motivated and happy.
The summary for the Ohio EAL leadership program curriculum states: “Partnering with
horses in our experiential learning with horses program you will have the opportunity to clarify
your vision, embody your commitment, and expand your natural ability, team effectiveness and
organizational capacity” (Stevenson, 2013). This program strives to teach participants creative
approaches to conflicts and change, self-awareness, forward-thinking, clear communication, and
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establishing trust in order to lead others. The Ohio EAL program’s experiential learning process
promotes self-discovery and offers immediate feedback on non-verbal communication.
The curriculum overview for the California EAL leadership program notes that
leadership skills are learned through experience, trial, and error. Strozzi (2016) elaborates:
Working with horses challenges our outdated notions of leadership and reveals the more
fluid, changing and creative process of leading. They [horses] show us significance of
body language in communication, and when we reflect on our actions there are gaps in
where we think we are headed and how we are actually trying to get there. (p.1)
The California EAL program prides itself on cultivating communication skills, developing trust,
and promoting creativity, all to the benefit of those learning leadership skills. Overall, the
program focuses on creating a sense of purpose, developing trust, improving communication
skills, refining team goals and expectations, and increasing self-awareness.
Instrumentation
The Leader Attributes Inventory (LAI) was used for an assessment of leader attributes at
a point in time, to measure change in leader attributes over time, or to evaluate the impact of
leadership development programs. This instrument was obtained for no costs through the
Educational Resource Information Center (www.ERIC.ed.gov). The document details the
instrument’s development, how it is used, and its reliability and validity, all of which can be
found in the Leader Attributes Inventory Manual (Moss, et al., 1994) and are discussed in the
following several paragraphs. Numerous assessments of leadership development programs have
utilized a type of retrospective self-report measure and in doing so, a mutual metric must occur
between the two sets of data (Rohs, 1999). Tests of the LAI showed that its reliability was
satisfactory as a self-report mechanism, when assessed in terms of response consistency.
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Furthermore, multiple authors have identified essential leadership attributes, (Collins, 2009;
Jenner, Barnes, & James, 2013; Ross, 2014) the same attributes that are assessed with the LAI
and topics that should be addressed in quality leadership training.
The first study conducted in 1990 by Liang studied using Minnesota's technical college
instructors, oversaw the initial observer-rating survey of the LAI twice, two weeks apart, group
of instructors (n=36). The LAI contained a listing of 35 attributes (without definitions) and a 5point response scale ranging from exceptionally high to exceptionally low. For this study, the
instructors evaluated the vocational administrator whom they knew best.
The second study performed in 1991 by Moss, Johansen, and Preskill reported a study of
part-time master's and baccalaureate level management students enrolled in Cardinal Stritch
College (n=38). The LAI observer-rating form was administered twice, three weeks apart. The
students rated their current supervisors using the instrument measuring 37 attributes with 37
items (including definitions) and a 7-point response scale (40% to 100% in 10% point intervals).
The third study on the LAI reliability was conducted in 1991 by Velsor & Leslie used a
sample (n=37) of graduate students who rated the vocational administrator whom they knew
best. The observer-rating form of the LAI was administered one week apart. The LAI contains
37 items measuring 37 attributes (with their definitions), and uses a 6-point response scale from
very undescriptive to very descriptive.
Interrater reliability measures agreement among raters the extent to which two or more
group members, each having an equal opportunity to know the leader, agree on their ratings of
the leader (Moss & Liang, 1990). Table 1 presents the ranges of the test-retest correlation
coefficients of the 37 individual attributes as well as the means of the individual attribute testretest correlations in the three studies.
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Table 1
LAI Test-Retest Reliabilities
Sample

Correlation Coefficients (Measured 1-3 weeks apart)
Range

Mean

.64-.87

.78

.53-.89

.76

.47-.89

.74

MN Technical College Instructors
(n=36)
Management Students (n=38)
Voc. Ed. Graduate Students
(n=37)

Cronbach’s alpha is the most widely accepted statistic used to measure internal
consistency and two of the three aforementioned studies estimated internal consistency, the
alphas obtained were .97 and .98.
The following studies have used the LAI to measure leadership in a variety of fields:
deans of education (Best, 1999); female administrators in Georgia technical institutes (Gregg,
1997); doctoral faculty and students in industrial technology and technology education programs
(Bensen, 1994). The LAI survey instrument was selected for this study because of its use in
several occupational fields and its focus on recognizing attributes, as opposed to an emphasis on
leadership theory, which is too broad for this research.
The LAI instructions are concise and clear and the website administering the survey has a
simple, straightforward user interface. The instrument consists of 37 items, one for each of the
37 leadership attributes, noted in Appendix A. Each survey item is an affirmative statement of
an attribute, accompanied by a 6-point response scale which describes the extent to which the
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participants believe they possess the attribute. The response scale ranges from 1 (very
undescriptive) to 6 (very descriptive). The survey can be completed in approximately 15
minutes, and it is accessed online with precautions in place to ensure that all questions are
answered before the survey can be submitted. Each participant’s scores are anonymously
submitted.
To determine validity (Liang, 1990), administered the LAI to a stratified random sample
(by gender and college) of full-time vocational instructors in Minnesota's 34 technical colleges.
The instructors were tasked with rating the vocational administrator whom they knew best on a
two-part instrument. The first part was a list of 35 leader attributes, respectively followed by a 5point rating scale that ranged from exceptionally high to exceptionally low. The second part of
the instrument covered four items, each one including one of four tasks of leaders: inspires
vision, fosters collaboration and ownership, exercises power effectively and enables others to
act, and forms the environment for the organization. The four categories included a 5-point
response scale from extremely effective to not effective. On half of the instruments the 35 leader
attributes were listed first, and on the other half, the four task items were listed first. The results
had 282 respondents and all 35 leadership attributes were significantly (.001) related to all four
items of leader effectiveness. The highest correlation coefficients, however, were obtained
between each of the 35 attributes and the mean of the four items of effective performance.
Correlation coefficients ranged from .56 to .82 with an average of .70. A stepwise multiple
regression where the 35 leader attributes were correlated with the mean of the four actual
performance items discovered that six of the 35 attributes explained 81% of the variance in
effectiveness (R = .90) (Moss & Liang, 1990). Those six qualities were: motivating others, team
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building, adaptability, openness to change, information management, willingness to accept
responsibility, and insight.
Interrater reliability of the LAI was tested to see the extent of agreement within groups of
raters. Interrater reliabilities of the individual attributes for the two norm groups ranged from
.75to .84; the coefficients for the average score of the 37 attributes were .91 for both groups
(Moss & Liang, 1990). The interrater reliability of each of the 37 attributes and the average of
the 37 attributes is reported in Table 2.
Table 2
Coefficients of Interrater Reliability of the LAI1
Vocational Admin.

Vocational Teacher

(n=388)

Leaders (n=163)

1. Energetic with stamina

.82

.80

2. Insightful

.79

.80

3. Adaptable, open to change

.84

.81

4. Visionary

.82

.78

5.Tolerant of ambiguity

.79

.78

6.Achievement oriented

.80

.80

7. Accountable

.79

.79

8. Initiating

.80

.81

9. Accepting of self

.79

.78

10. Willing to accept responsibility

.79

.78

11. Persistent

.77

.78

12.Enthusiastic, optimistic

.80

.79

Attributes
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13. Tolerant of frustration

.81

.86

14. Dependable

.82

.79

15. Courageous, risk taker

.79

.80

16. Even disposition

.81

.81

17. Committed to the common good

.79

.78

18. Personal Integrity

.79

.81

19. Intelligent

.80

.77

20. Ethical

.80

.79

21. Communication

.80

.81

22. Sensitivity, respect

.81

.80

23. Motivating others

.81

.78

24. Networking

.79

.78

25. Planning

.79

.78

26. Delegating

.77

.77

27. Organizing

.80

.78

28. Team building

.80

.78

29.Coaching

.78

.76

30. Conflict management

.79

.78

31. Time management

.82

.75

32. Stress management.

.79

.79

33. Appropriate use of leadership style

.79

.77

34. Ideological beliefs

.79

.76

35. Decision making

.81

.81
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36. Problem solving

.80

.77

37. Information management

.79

.76

Average score of all attributes

.91

.91

1

LAI with 37 attributes using a 6-point scale (Moss & Liang, 1990).
Authors of the LAI, Moss and Johansen (1991), detailed the steps taken to obtain the

attributes listed on the survey which included an extensive literature review and interviews with
vocational administrators and instructors. Three studies were done to test the reliability, validity,
and utility of the LAI as a rating instrument. The LAI has demonstrated evidence of test-retest
reliability, internal consistency, and interrater reliability (Liang, 1990; Moss, Johansen, &
Preskill, 1991; Moss, Lambrecht, & Jensrud, 1994). Two studies conducted by Liang Moss,
Johansen, and Preskill, 1991) revealed very high correlation coefficients when leaders Attributes
Inventory stood paralleled to another leadership measurement tool. Two studies (White, Asche,
& Fortune, 1992; Migler 1991) indicated a strong relationship between Leader Attributes
Inventory scores and current effectiveness as a leader. The Leader Attributes Inventory also
appears to have high construct validity; its 37 attributes have been shown empirically to be
highly related to the six leadership tasks which comprise the operational definition of the
conceptualization of leadership. Face and content validity have been reported for the Leader
Attributes Inventory (Finch, Gregson, & Faulkner, 1991; Moss, et al., 1992). Evidence indicates
that the 37 leader attributes in the LAI are actually used by vocational educators and others who
are engaged in successful leadership activities (Bensen, 1994). Two studies (Liang, 1990; Moss,
et al., 1991) showed high correlation coefficients when the LAI was compared to another
leadership measurement tool. Two other studies (White, Asche, & Fortune, 1992; Migler 1991)
showed a strong relationship between LAI scores and current effectiveness as a leader. The LAI
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also appears to have high construct validity. LAI’s 37 attributes have been shown empirically to
be highly related to the six leadership tasks which comprise the operational definition of the
concept of leadership, set forth by the National Center for Research in Vocational Education
(White et al., 1992).
Using the same instrument twice in order to measure differences in perceived scores
creates a limitation. Because participants are aware they are being scored, there is a chance of a
testing effect. To overcome this limitation, the researcher will communicate clearly from the
beginning of the research why they are doing the study, why the study is important to everyone
involved, and why it is imperative to collect honest responses. Participants were notified that
their responses were recorded only with an identification number, and not associated with their
names, in order to mitigate the risk of participants providing socially desirable responses.
Procedures
Institutional Review Board (IRB) approval was sought through Liberty University in
order to conduct the research study. Permission to use the instrument to collect data in this study
was obtained. Informed consent to be included in the study was sought from all participants.
The researcher also secured permission from the three EAL leadership training organizations to
conduct a research survey with their students.
For validity and reliability purposes, the researcher conducted a pilot study to test the
selected survey instrument with 20 participants in EAL programs. Miller (1991) stated that pretesting must not be omitted. Information on the details of the study as well as the Leadership
Attributes Inventory (LAI) was provided electronically to each participant on site at the EAL
leadership training sessions. The online, onsite survey was administered via the Survey Monkey
link. The purpose of the pre-test is to validate the instrument for the proposed group. The pilot
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test included a brief questionnaire to gather respondents’ feedback on whether the directions
were clear, whether any additional instructions were needed, and how long the survey took to
complete. All feedback gathered in the pilot test included participant’s ease of use, whether the
survey link worked on all types of devices and how long the survey took. The survey link was
changed to allow participants to access the survey on their mobile phones, by changing the
format in Survey Monkey so it would be accessible on all types of devices. The length of survey
was reported to take 12 to 15 minutes which was accurately stated in the instructions and no
further instructions were needed.
Based on convenience sampling of selecting available EAL programs, participants in
those programs were directed to the on-site, online survey. The LAI was used to collect data on
perceived professional development outcomes and was administered online for confidentiality,
privacy and accuracy in data collection. The survey was administered online and no training is
required to take the survey. Once all 36 participants are completed, data analysis begun.
Data Analysis
Data analysis started with a paired samples t-test conducted with SPSS version 22
software. This inferential statistical test was used to determine whether there is a statistically
significant difference between the means in the two related groups. The paired samples t-test
will support the hypothesis that states: The pre- and post-test scores of perceived professional
development outcomes of adults enrolled in equine-assisted leadership programs are equal. The
dependent variable was measured at two different times to determine any difference in perceived
professional development outcome scores. The purpose of the test was to determine whether
there was statistical evidence that the means difference between pre- and post-test scores was
significantly different from zero (Warner, 2013). A difference in the groups’ averages is more
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likely to be meaningful if the difference between the averages is large, the sample size is large,
and the standard deviation is low (Laerd, 2013). If the value of the difference in the two groups’
means is statically significant, then the null hypothesis can be rejected.
The results of the study is displayed with the mean, sample size, standard deviation, and
standard error for the variable. A boxplot of the pre- and post-test scores is displayed to help
visualize the numbers in each group. The bivariate Pearson correlation coefficient with a twotailed test of significance is also given. The results will present the outcome of normality tests,
Levene's equality of variances test, the two group means and standard deviations, the actual t-test
result, and the direction of the difference, if any. Additionally, the difference between the groups
along with the 95% confidence intervals is given (Laerd, 2013).
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CHAPTER 4: FINDINGS
The primary purpose of this causal-comparative study was to compare the mean scores to
determine if there were statistically significant differences between the mean pre-test and posttest scores of perceived professional developments obtained by participants on the EquineAssisted Learning leadership programs. Participants were selected by their participation in three
specific leadership programs, as their curriculum was similar. The sample comprised of 36
members from three (3) EAL leadership programs selected from North Carolina, Ohio, and
California. The Leader Attributes Inventory was used to collect pre-test and post-test data from
each participant in the study. The paired samples t-test was used to compare the pre-test and
post- test scores of the perceived professional development of each participants included in the
study of EAL leadership programs. The survey was administered online. The results compared
the mean scores of the survey instrument to determine if there were statistically significant
differences between the mean pre-test and post-test scores of perceived professional
developments obtained by participants on the Equine-Assisted Learning leadership programs.
Research Question
The following research questions guided the study:
RQ1: Is there a statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the overall Leadership Attributes Inventory) on the EquineAssisted Learning leadership programs?
RQ2: Is there a statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
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development (as measured by the mean scores from the categories of the Leadership Attributes
Inventory) on the Equine-Assisted Learning leadership programs?
Hypotheses
The null hypotheses for this study were:
H 0 1: There is no statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development (as measured by the overall Leadership Attributes Inventory) on the EquineAssisted Learning leadership programs.
H 0 2: There is no statistically significant difference in the mean pre-test and post-test scores of
participants’ perceptions about their increased leadership abilities as a result of professional
development.
Demographics
The demographics description of the participants in the sample is illustrated in Table 3.
Table 3
Sample Baseline Characteristics and Demographics of the participants

Characteristics
Gender

Age

Total

Male

n
13

%
(36.1)

Female

23

(63.9)

Total

36

(100.0)

18-29

3

(8.4)

30-39

12

(33.3)

40-49

12

(33.3)
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50-59

5

(13.9)

60-69

4

(11.1)

Total

36

(100.0)

Caucasian

23

(63.9)

Asian

1

(2.7)

Black

6

(16.7)

Hispanic

6

(16.7)

Total

36

(100.0)

Ethnic

Descriptive Statistics
Descriptive statistics were performed on the dependent variable for this study. The
following labels were used during the data analysis of the dependent variable. The pre-test
scores were labeled as Pre-test and the post-test scores were labeled as Post-test. These labels
were used for all statistical data analysis in SPSS 22. The dependent variable descriptive
statistics is summarized table 4.
Table 4
Descriptive Statistics
Std.
Statistic
Error
151.361
Mean

9.69668
1
131.675

Pre-test

Lower Bound
8

95% Confidence Interval
for Mean

171.046
Upper Bound
4

73
149.209
5% Trimmed Mean
9
136.500
Median
0
3384.92
Variance
3
58.1800
Std. Deviation
9
Minimum

75.00

Maximum

266.00

Range

191.00

Interquartile Range

107.25

Skewness

.429

.393

Kurtosis

-1.161

.768

190.833

11.3968

3

5

Mean

167.696
Lower Bound
5

95% Confidence Interval
for Mean

213.970
Upper Bound
2
190.456

5% Trimmed Mean
8

Posttest

183.500
Median
0
4675.97
Variance
1
68.3810
Std. Deviation
8
Minimum

67.00

Maximum

325.00

74
Range

258.00

Interquartile Range

116.75

Skewness

.178

.393

Kurtosis

-.826

.768

Descriptive statistics were also performed on the scores in each of the six categories of
the LAI. The attitude category was labeled as PrtAtt for the pre-test and PstAtt for the post-test.
The motivation category was labeled PrtMtv for the pre-test and PstMtv for the post-test. The
commitment category was labeled PrtComtt for the pre-test and PstCpmtt for the post-test. The
confidence category was labeled PrtContf for the pre-test and PstContf for the post-test. The
approach category was labeled PrtApprch for the pre-test and PstApprch for the post-test. The
commitment category was labeled PrtComm for the pre-test and PstComm for the post-test.
These labels were used for the statistical data analysis in SPSS 22. The descriptive statistics on
the scores in each categories of LAI are summarized in Table 5.
Table 5. Descriptive Statistics on Scores from the LAI Categories
Std.
Statistic
Error
Mean

17.7500

95% Confidence Interval

Lower Bound

15.2856

for Mean

Upper Bound

20.2144

5% Trimmed Mean

17.7284

Median

18.0000

Variance

53.050

Std. Deviation

7.28354

Minimum

5.00

PrtAtt

1.21392

75
Maximum

30.00

Range

25.00

Interquartile Range

13.25

Skewness

.092

.393

Kurtosis

-1.052

.768

Mean

40.3056

2.87568

95% Confidence Interval

Lower Bound

34.4676

for Mean

Upper Bound

46.1435

5% Trimmed Mean

39.8642

Median

35.0000

Variance

297.704
17.2541

PstAtt

Std. Deviation
0

PrtMtv

Minimum

15.00

Maximum

74.00

Range

59.00

Interquartile Range

15.25

Skewness

.847

.393

Kurtosis

-.298

.768

Mean

47.8056

2.51529

95% Confidence Interval

Lower Bound

42.6992

for Mean

Upper Bound

52.9119

5% Trimmed Mean

48.5864

Median

47.5000

Variance

227.761
15.0917

Std. Deviation
6
Minimum

9.00

Maximum

73.00

Range

64.00
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Interquartile Range

22.50

Skewness

-.636

.393

Kurtosis

.444

.768

Mean

31.2500

2.47122

95% Confidence Interval

Lower Bound

26.2332

for Mean

Upper Bound

36.2668

5% Trimmed Mean

31.1914

Median

27.0000

Variance

219.850
14.8273

PstMtv

Std. Deviation
4
Minimum

10.00

Maximum

54.00

Range

44.00

Interquartile Range

26.50

Skewness

.222

.393

Kurtosis

-1.521

.768

Mean

30.7500

1.73543

95% Confidence Interval

Lower Bound

27.2269

for Mean

Upper Bound

34.2731

5% Trimmed Mean

30.7099

Median

29.0000

Variance

108.421

PrtComtt

10.4125
Std. Deviation
6
Minimum

11.00

Maximum

53.00

Range

42.00

Interquartile Range

17.50

Skewness

.190

.393
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PstComtt

PrtConfd

PstConfd

Kurtosis

-.735

.768

Mean

23.3889

1.45476

95% Confidence Interval

Lower Bound

20.4356

for Mean

Upper Bound

26.3422

5% Trimmed Mean

23.2346

Median

23.0000

Variance

76.187

Std. Deviation

8.72853

Minimum

11.00

Maximum

39.00

Range

28.00

Interquartile Range

15.50

Skewness

.205

.393

Kurtosis

-1.086

.768

Mean

24.7500

1.48665

95% Confidence Interval

Lower Bound

21.7319

for Mean

Upper Bound

27.7681

5% Trimmed Mean

24.8395

Median

26.0000

Variance

79.564

Std. Deviation

8.91988

Minimum

9.00

Maximum

38.00

Range

29.00

Interquartile Range

17.50

Skewness

-.251

.393

Kurtosis

-1.270

.768

Mean

17.7500

.95815

95% Confidence Interval

Lower Bound

15.8048

for Mean

Upper Bound

19.6952
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PrtApprch

PstApprc
h

5% Trimmed Mean

17.6111

Median

17.0000

Variance

33.050

Std. Deviation

5.74891

Minimum

9.00

Maximum

29.00

Range

20.00

Interquartile Range

7.00

Skewness

.655

.393

Kurtosis

-.542

.768

Mean

17.1389

1.29538

95% Confidence Interval

Lower Bound

14.5091

for Mean

Upper Bound

19.7687

5% Trimmed Mean

17.1605

Median

17.5000

Variance

60.409

Std. Deviation

7.77231

Minimum

4.00

Maximum

29.00

Range

25.00

Interquartile Range

15.50

Skewness

.121

.393

Kurtosis

-1.236

.768

Mean

32.7222

3.56896

95% Confidence Interval

Lower Bound

25.4768

for Mean

Upper Bound

39.9676

5% Trimmed Mean

31.8272

Median

29.0000

Variance

458.549
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21.4137
Std. Deviation
6
Minimum

8.00

Maximum

74.00

Range

66.00

Interquartile Range

22.75

Skewness

.856

.393

Kurtosis

-.433

.768

Mean

35.1667

2.65698

95% Confidence Interval

Lower Bound

29.7727

for Mean

Upper Bound

40.5606

5% Trimmed Mean

34.5370

Median

35.0000

Variance

254.143
15.9418

PrtComm

Std. Deviation
6
Minimum

10.00

Maximum

73.00

Range

63.00

Interquartile Range

26.25

Skewness

.420

.393

Kurtosis

-.048

.768

Mean

15.5556

1.22697

95% Confidence Interval

Lower Bound

13.0647

for Mean

Upper Bound

18.0464

5% Trimmed Mean

15.5062

Median

15.0000

Variance

54.197

Std. Deviation

7.36185

Minimum

3.00

PstComm
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Maximum

29.00

Range

26.00

Interquartile Range

13.00

Skewness

.421

.393

Kurtosis

-.648

.768

Assumption Testing
The paired sample t-test has four underlying assumptions (Green & Salkind, 2011). The
following are the four assumptions underlying the use of the paired sample t-test. The
assumptions are as follows:
1. The dependent variable should be measured on a continuous scale.
2. The cases represent a random sample from the population, and the score on the test
variable are independent of each other.
3. There should be no significant outliers.
4. The test variable is normally distributed in each of the population as defined by the
grouping variable.
Assumption 1
The scores on the test variables in the study were measured on a continuous variable. The
pre-test and post-test scores were treated as exam results and measured on the appropriate scale.
Hence, assumption 1 was met.
Assumption 2
The pre-test scores are independent of the post-test scores. Hence, assumption 2 was met.
Assumption 3
Testing for data inconsistencies and outliers were performed on all dependent variables.
No data error or inconsistencies of data were identified. The z- score for each dependent variable
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was also used to determine which scores to be treated as outliers. A z -score outside the range of
-/+3 was considered an outlier (Warner, 2013, p. 153). From the visual examination of the z
scores, no outliers were identified. Further examination of outliers was also conducted with the
box and whisker plots. No outliers were identified in the data. This information is illustrated in
figures 1 and 2 below.

Figure 1: Box plot for pre-test scores on the LAI.

Figure 2: Box plot for post-test scores on the LAI.
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Assumption 4
Assumption testing for normality was conducted using the Shapiro-Wilk results
generated from the SPSS output. LAI test scores were normally distributed for post-test but not
pre-test, as assessed by Shapiro-Wilk’s test (p ˃.05). This information is presented in table 6.
Table 6
Kolmogorov-Smirnov and Shapiro Wilk values for all Dependent Variables
Group

Kolmogorov-Smirnov

Shapiro-Wilk

Statistic

df

Sig.

Statistic

df

Sig.

Pre-test

.155

36

.028

.915

36

.009

Post-test

.091

36

.200

.974

36

.549

Although LAI pre-test scores violated Shapiro-Wilk normality test, the researcher
continued the analysis and conducted other normality test because the paired-sample t-test is a
robust test to deviations from normality (Warner, 2013). Furthermore, as the sample size is not
extremely small, non-normality does not affect Type I error rate substantially and the pairedsamples t-test is often considered robust in this regard (Warner, 2013). With this view in mind,
additional test for normality was conducted by calculating a z-score for the skewness and
kurtosis value generated from the SPSS output. These values were obtained by dividing the
skewness and kurtosis values by their respective standard errors. The skewness measures the
symmetry of the distribution and kurtosis defines the shape of the distribution (Green & Salkind,
2011). According to Green and Salkind (2011), if the z-score is within ±2.58, then the data is
normally distributed. On this account, LAI test scores were normally distributed for pre-test with
a skewness of .429 (standard error = .393) and kurtosis of -1.161 (standard error = .768) and for
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post-test with a skewness of .178 (standard error = .393) and kurtosis of -.826 (standard error =
.768).
In addition, a further test for normality was conducted on the scores obtained from each of
the six categories from the LAI by calculating the z-score for the skewness and kurtosis value. In
accordance with Green and Salkind (2011), if the z-score is within ±2.58, then the data is normally
distributed; the results for all categories were within the required range of ±2.58. Therefore,
normality was tenable across all categories of the LAI. This information is presented in Table 7.
Table 7
Skewness and Kurtosis values on the LAI categories
LAI
Categories
Pre & Post
Pre- attitude

Skewness Standard
error.
.092
.393

Kurtosis Standard
error.
-1.052
.768

Post-attitude

.847

.393

-.298

.768

Pre-motivation

-.636

.393

.444

.768

Post-motivation

.222

.393

-1.521

.768

Pre-commitment

.190

.393

-.735

.768

Post -commitment

.205

.393

-1.086

.768

Pre-confidence

-.251

.393

-1.27

.768

Post- confidence

.655

.393

-.542

.768

Pre- approach

.121

.393

-1.236

.768

Post-approach

.856

.393

-.433

.768

Pre-communication

.420

.393

-.048

.768

Post-communication

.421

.393

-.648

.768

The assumption that the data was normally distributed was also determined by a visual
examination of normality histograms. The normality histograms are displayed in figures 3 and 4.
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Figure 3: Normality histogram for pre-test scores on the LAI, with normal curve
displayed
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Figure 4: Normality histogram for post-test scores on the LAI, with normal curve
displayed

Results
Null hypothesis 1
A paired sample t-test was used to compare the mean scores on the measures to
determine if there were statistically significant differences between the mean pre-test and posttest scores of perceived professional developments obtained by participants on the EquineAssisted Learning leadership programs. The results determined that statistical significant
differences in the mean pre-test scores of perceived professional developments on the EquineAssisted Learning Leadership programs (M = 193.02, SD =72.78) and the post-test scores of
professional developments on the Equine-Assisted Learning Leadership programs (M = 151.36,
SD = 58.18); t (35) = -2.683, p = .011, thus allowing for the rejection of the Null Hypothesis.
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The mean difference for the analysis was found to be -39.47, 95% CI: -69.34 to -9.61 with r =
.034. The effect size for this analysis (d = .63) confirmed with Cohen’s (1988) convention for a
moderate effect size (d = .50). These results also indicate a weak positive correlation between
pre-test and post-test scores on the Equine-Assisted Learning Leadership programs. A mean
difference of 39.47 is a strong indication that the interventions provided by the Equine-Assisted
Learning Leadership programs has significantly impacted the outcome of the post-test scores.
The means, standard deviation, and t-test results are displayed in Table 8.
Table 8
Means, Standard Deviation, and t-test Results
Group

N

M

SD

Pre-test

36

151.36

58.18

Post-test

36

190.83

68.38

r

t

P

.03

-2.683

.011

Null hypothesis 2
To assess research question two, a paired sample t-test was used to compare the mean
scores in all six categories of the LAI to determine if there were statistically significant
differences between the mean pre-test and post-test scores of perceived professional
developments obtained by participants on the Equine-Assisted Learning leadership programs.
The results determined that statistically significant differences exist in all categories of the LAI
between the mean pre-test scores and the post-test scores of professional developments on the
Equine-Assisted Learning Leadership programs, thus allowing for the rejection of the Null
Hypothesis. The results also indicate weak positive correlation between pre-test and post-test
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scores in all categories of the LAI. These results are reported in Table 9.
Table 9
Means, Standard Deviation, and t-test Results from all six (6) categories of the
LAI
Categories

Pre-test
r

Post-test

M

SD

M

SD

t

P

Attitude

.303

17.75

7.28

40.31 17.25

-8.17

.000

Motivation

.153

47.81

15.09

31.25 14.82

5.10

.000

Commitment

.284

30.75

10.41

23.39 8.73

3.83

.001

Confidence

.349

24.75

8.92

17.75 5.75

4.79

.000

Approach

.327

17.14

7.77

32.72 15.94

-4.62

.000

Communication

.236

35.17

15.94

15.56 7.36

7.40

.000

Summary
This chapter provided the descriptive statistics for the variables of interest. The chapter
also provided a detailed outline of the results of the assumption testing for the independent
variables. The chapter also provided the test results for the two-null hypothesis used in the
study. This chapter also provided a brief description of the data analysis the research question.
The study revealed that all four underlying assumptions for the paired sample t-test was tenable.
The null hypothesis addressed the differences between the mean pre-test and post-test scores of
perceived professional developments obtained by participants on the Equine-Assisted Learning
leadership programs. The results found that the interventions provided by the Equine-Assisted

88
Learning Leadership programs has significantly impacted the outcome of the post-test scores.
The level of significance of the results will be discussed in light of the related literature and the
theoretical framework in chapter 5.
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CHAPTER FIVE: DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS
The purpose of this causal-comparative study was to compare the mean score on the
measure to determine if there were statistically significant differences between the mean pre-test
and post-test scores on perceived professional development obtained by participants on the
Equine-Assisted Learning leadership programs. The study determined statistically significant
differences in perceived professional development obtained by participants of the EquineAssisted Learning leadership programs. The study also determined statistically significant
differences in all categories of the LAI between the mean pre-test scores and the post-test scores
of professional developments on the Equine-Assisted Learning Leadership programs, thus
allowing for the rejection of the Null Hypothesis. The results also indicate weak positive
correlation between the pre-test and post-test scores in all categories of the LAI.
EAL leadership participants on the program were found to perceive gains in professional
development according to the thirty-seven attributes on the LAI. The study found that
participants scored higher on the post-test than on the pre-test. The results of the study also
indicate a weak positive correlation between the pre-test and post-test scores on the EquineAssisted Learning Leadership programs. The purpose of this chapter is to review the results of
both hypotheses outlined in the previous chapter and address the concerns with regards to the
literature and the theoretical framework that underpins this study. This chapter has five key
components: summary of findings, discussion and implications, conclusions, limitations, and
recommendations.
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Summary of Findings
Null Hypothesis 1
This research question asked if there were statistically significant differences in perceived
increased leadership abilities as a result of participating in an EAL leadership program. The null
hypothesis stated that there was no statistically significant difference in the mean pre-test and
post-test scores of participants’ perceptions about their increased leadership abilities based on
professional development (as measured by the overall Leadership Attributes Inventory) on the
Equine-Assisted Learning leadership programs. The result from the independent sample t-test
determined that the null hypothesis should be rejected, and there were statistically significant
differences, with a weak positive correlation (r = .034) between pre-test and post-test scores on
the Equine-Assisted Learning Leadership programs.
Null Hypothesis 2
The research question asked if there were statistically significant differences in the mean
pre-test and post-test scores of participants’ perceptions about their increased leadership abilities
as a result of professional development (as measured by the mean scores from the categories of
the Leadership Attributes Inventory) on the Equine-Assisted Learning leadership programs. The
null hypothesis stated that there was no statistically significant difference in the mean pre-test
and post-test scores of participants’ perceptions about their increased leadership abilities because
of professional development (as measured by the mean scores from the categories of the
Leadership Attributes Inventory) on the Equine-Assisted Learning leadership programs. The
result from the independent sample t-test determined that the null hypothesis should be rejected,
and there were statistically significant differences in all categories of the LAI between the mean
pre-test scores and the post-test scores of professional developments on the Equine-Assisted
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Learning Leadership programs, thus allowing for the rejection of the Null Hypothesis. The
results also indicate weak positive correlation between pre-test and post-test scores in all
categories of the LAI as follows: Attitude (r = .303); Motivation (r =.153); Commitment (r =
.284); Confidence (r = .349); Approach (r = .327); and Communication (r = .236).
Discussion and Implications
Perceived Professional Development Outcomes from EAL Leadership Programs
The demographic data revealed that the median age range for participants in the study
(40-49 years) is significantly higher than the median age of participants enrolled on other
regionally or nationally accredited training programs (25-35 years) across the United States of
America (American Society for Training and Development, 2012). The demographic data also
revealed a disproportionately gender composition with 63.9% of the participants are females and
36.1% of the participants are males. The findings of the study also revealed a disproportionate
ethnic population with 64% of the participants originate from Caucasian background. With this
level of significance, the results of the study showed that participants on the EAL leadership
programs have higher levels of perceived professional development outcomes after completion
of the EAL program than before they were enrolled on the program. This level of significance
observed in the study could be as a result of the maturity observed in older participants when
compared to other trainees on similar regionally or nationally accredited programs across the
United States of America.
The descriptive statistics results revealed statistical significant differences in the mean
pre-test scores of perceived professional developments on the Equine-Assisted Learning
Leadership programs M = 193.02 (SD =72.78) and the post-test scores of professional
developments on the Equine-Assisted Learning Leadership programs M = 151.36 (SD = 58.18).
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A mean difference of 39.47 was also found; suggesting that the interventions provided by the
EAL leadership programs has significantly improved the participants’ scores on the post-test.
The results also revealed that a positive relationship exists between the pre-test scores and the
post-test scores, resulting from the positive interventions received by the participants on the EAL
Leadership programs.
As there were statistically significant differences in the study it is likely that perceived
professional development outcomes are directly influenced by equine-assisted learning. Horses
fundamentally contribute to teaching leadership by providing the principles of emotion-driven
behavior, without using spoken communication. Furthermore, if a horse does not have
confidence in your objectives, it will not be open to your leadership style; by nature, a horse will
not follow someone it does not trust (Gehrke, 2009). Prior research has found that programs
using horses showed participants had advanced their leadership skills; self-confidence,
determination, and communication through equine experiences (Fransson, 2015). While the
aforementioned study was a qualitative case study, the findings do support the claims of this
quantitative study, that EAL leadership programs do strengthen participants’ perceived outcomes
because of the quality of interventions received on the EAL leadership programs.
In addition, the results of this study determined that there are higher post-test scores on
all categories of the LAI than pre-test scores on the same categories. Findings from the attitude
category of the LAI revealed that the mean pre-test score M =17.75 is significantly lower than
the mean post-test score M =40.31 on the same measure. Similarly, the category on motivation
revealed that the mean pre-test score M =31.25 is significantly lower than the mean post-test
score (M = 47.85) on the same measure. Equally, higher post-test results M=35.17 were reported
on the category of communication when compared to the low pre-test scores M=15.46 on the
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same category. These results from the LAI categories proved that horsemanship has
significantly influenced one’s reasoning and problem-solving skills on all areas of their
education and life, a finding that supports Wood et al., (2010) claims. According to Wood et al.,
(2010), a positive relationship does exist between horsemanship and one’s reasoning and
problem solving skills. The argument is that, if one can effectively guide a horse then they will
become better leaders, teachers, and facilitators which, in turn, render better students and more
successful programs.
Maslow’s Theory of Hierarchy
The first theoretical framework that supports this research is Maslow’s theory of
hierarchy (1958). It states that the most fundamental human needs are at the bottom, meaning
that the upper-level needs only come into play when the lower-level needs are fulfilled (Maslow,
1954). As the individual’s critical needs are progressively met, fulfilling personal growth
potential becomes more and more significant. By achieving fundamental needs and then aspiring
to self-growth, a person can work towards the final level of Maslow’s hierarchy. Personal
development and professional development are simultaneously interconnected as an individual
reaches self-actualization. As a leader, basic needs have been met so more important altruistic
needs can be sought; helping others, donating time and resources, and being connected to the
community (D'Souza et al., 2015). Leaders could be compelled to look beyond their individual
needs and work towards that of a team.
Furthermore, by having a sound understanding of Maslow’s hierarchy of needs theory
could help leaders to better understand their current levels of motivation and identify the
appropriate intervention strategies that are needed to achieve their full potential. Approaching
professional development from this perspective could challenge and further improve the quality
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of interventions that are provided by the EAL leadership programs and thereby improving the
quality of outcome for each participant on the program. Working towards higher levels of
motivation is a desire of many leaders. The highest tier in Maslow’s hierarchy is selfactualization and can be perceived as leadership. By escalating to this level, the individual
recognizes his or her gift for leading others (Ross, 2014).
Bruner’s Theory of Discovery Learning
Another theoretical framework that underpins this study is Bruner’s theory of discovery
learning (1996). Bruner’s theory of discovery learning suggests that each learner creates his or
her own knowledge for themselves by means of discovering as opposed to lectures or reading it,
it is learning through personal experience. EAL leadership programs are at the heart of
discovery learning by its virtue of being experiential learning, or learning by experience. The
approach we use to lead others is often associated with our life experiences and the discoveries
and realizations made relating to those experiences (Sudbrink, 2015). Through this type of
experience leaders will be better able to model the desired learning behavior required by
participants and provide appropriate requisite skills that are needed to promote better leadership
qualities among leaders. Consequently, through discovery or experiential learning leaders could
be better able to support others by providing the knowledge and skills that are needed for success
at all levels (Grimes, 2015).
In addition, the low self-perceived pre-test scores on the EAL leadership programs
reported by participants have improved through experiential or discovery learning. The result of
experiential or discovery learning is evident by the significant difference observed in the pre-test
and post-test scores received by the participants on the EAL leadership programs. By providing
an opportunity for discovery learning through continuing professional development participants
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have further developed their leadership skills. Furthermore, this approach to professional
development provided by the EAL leadership programs have challenged the low self-perceived
pre-test scores M = 151.36 (SD = 58.18) and have improved the quality of outcome as evidenced
by the scores reported by the participants on the post-test M = 193.02 (SD =72.78).
Consequently, this approach has led to an overall improvement in the participants’ perceived
professional development score as mark of success achieved through highly effective and
appropriate intervention strategies provided by the EAL leadership programs.
Conclusions
Identifying the intangible qualities of a good leader is subjective and biased, rendering a
standard curriculum of leadership training for professional development is nearly impossible.
Consequently, many people stretching across various occupations seeking professional
development training in order to further develop their leadership skills. Yet research has shown
that limited individuals’ experiences coupled with valuable professional development is the
solution to the age-old problem of leadership in our society (Patton & Parker 2014).
American businesses spent more than $170 billion dollars on leadership-based
curriculum, with the greater part of those funds spent specifically on leadership training
(American Society for Training and Development, 2012). The problem is that most leadership
courses are perceived to be ineffective and a waste of resources (Williams, 2013). The results of
this study identified EAL leadership programs as being effective in meeting the needs of its
participants. Participants in this study have perceived gains in professional development
outcomes after the completion of the EAL program. The results in the study revealed that EAL
leadership programs are key in promoting the right attitudes, increased levels of motivation,
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reinforcing commitment, building confidence, and improving the levels of communications
among participants on the programs.
This study examined the mean scores on the measures to determine if there were
statistically significant differences between the mean pre-test and post-test scores of perceived
professional developments obtained by participants on the Equine-Assisted Learning leadership
programs. This study revealed that the interventions and support provided by the EAL
leadership programs has significantly improved participants’ post-test results. The findings of
the study also revealed that a positive relationship exists between the pre-test and the post-test
scores. This positive correlation could be as a result of the interventions and support received by
the participants on the EAL Leadership programs.
The study also revealed that statistically significant differences exist in all categories of
the LAI between the mean pre-test scores and the post-test scores of professional developments
on the Equine-Assisted Learning Leadership programs. The results also indicate positive
correlation between pre-test and post-test scores in all categories of the LAI. These findings
suggest that experiential and discovery learning on the EAL leadership programs has led to an
overall improvement in the participants’ perceived professional development score. These
results also support the claim that horsemanship has significantly influenced ones’ reasoning and
problem-solving skills on all areas of their education and life (Wood et al., 2010).
Limitations
There were a number of limitations presented in the study. Firstly, as the research
employed a quantitative causal comparative design the variables in the study could not have been
manipulated or randomly allocated (Creswell, 2013).
Secondly, the study utilized a specific sampling method in which participants were not
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selected on the basis of probability or other randomization methods; instead, participants came
with the chosen study sites. Each site was chosen based on their similar curriculum and program
content. Evaluation of the individual websites of the three EAL programs conveyed that all
programs emphasized self-awareness, communication, attention to detail, understanding body
language, and developing trust. Therefore, the findings of this study are confined to programs
with similar curricula.
Thirdly, because participants were identified by survey site sampling techniques, a
number of participants holding conflicting views could have been excluded from the study due to
researchers’ bias.
Another limitation is the individuality of each equine program, it is impossible to
replicate the leadership program in regards to specific horses’ temperament and their bond with
participants. Each program also differs in coursework, structure, how much time is put into
groundwork versus riding the horses, if any. These factors could play a role in efforts to
duplicate this study and limits the applicability of the study’s results.
Finally, the number of participants in the study was also a limitation. There were limited
number of participants in the study, which means that the generalizability of the findings is also
limited.
Delimitations
The main delimitation was on the basis of the choice of sampling method utilized in the
research. Study sites were chosen based on the curricula of the program, all three sites had
similar courses; therefore, the participants at each site were chosen by virtue of their
participation in that program. Participants were not chosen but rather the equine programs were
chosen, and participants from each of those programs were surveyed. Some participants were
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excluded from the study because they were not chosen by the researcher as part of the
convenience sampling method. Had the researcher utilized a probability sampling or other
randomization selection process maybe other participants who were not chosen and included in
the study could have been included in the study.
Recommendations
The study supports that more leaders should have the opportunity to access EAL
leadership programs nationally. The results of the study supported that leadership training has
significantly improved leaders’ perceived ability of their own leadership. The result of the study
proved that horsemanship has considerably influenced ones’ leadership and problem-solving
skills (Wood et al., 2010) therefore it is recommended that more EAL leadership programs, like
the ones studied, should be open across the nation. These three EAL programs emphasized selfawareness, communication, attention to detail, understanding body language, and developing
trust; it is recommended that these qualities be the centered around the curriculum.
It is also recommended that EAL leadership programs be taught to individuals working in
leadership positions, especially those leaders with senior leadership roles and responsibilities.
Data from this study found white, women, over the age of 45 to have perceived the greatest
outcome from the program and therefore may have the most to gain. Finally, it is recommended
that universities and colleges offering leadership training courses could include EAL leadership
programs as an essential component of study. Approaching leadership training and development
from this perspective could challenge the low self-perceived pre-test scores reported by some
leaders.
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Recommendations for Future Research
This study measured the differences between the mean pre-test and post-test scores of
perceived professional developments obtained by participants on the Equine-Assisted Learning
leadership programs. The findings of the study identified areas where additional research could
be conducted.
Firstly, the research suggested that EAL leadership programs are more effective in
meeting the needs of its participants. However, the research did not examine why EAL
leadership programs are more effective in meeting the needs of its participants. Research in this
area could prove useful for program providers or anyone with responsibility for developing and
implementing leadership programs nationally.
Secondly, the study could be repeated with different populations. Some possible
participants could be participants within a specified state or region of the USA, participants
within a specified age range, participants from a specified ethnic group, participants of a
specified level of qualification, and participants with a specified range of work experiences. In
addition, other studies could be conducted to examine the differences between the mean pre-test
and post-test scores of perceived professional developments obtained by participants on the
Equine-Assisted Learning leadership programs in other countries around the world to determine
if the same differences exist between the pre-test and post-test scores.
Future research could also be conducted to determine if the same difference exists with a
larger sample size or a group of randomly selected participants. This type of study would give a
richer set of data, which in turn could provide findings that are more generalizable.

100
References
American Horse Council Foundation. (2005). The economic impact of the horse industry on the
United States national report. Retrieved from EBSCOhost
American Museum of Natural History. (2015). The horse exhibit. Retrieved from EBSCOhost.
American Society for Training and Development, (2012). ASTD 2012 State of the industry
report: Organizations continue to invest in workplace learning.
Apekey, T. A., McSorley, G., Tilling, M. & Siriwardena, A. N. (2011). Room for improvement?
Leadership, innovation culture & uptake of quality improvement methods in general
practice. Journal of Evaluation in Clinical Practice, 17: 311–318.
Ashley, G.C., & Reiter-Palmon, R. (2012). Self-awareness & the evolution of leaders: The need
for a better measure of self-awareness. Journal of Behavioral & Applied Management,
14(1), 2-17.
Association for Experiential Education. (2015). What is experiential education? Challenge and
experience followed by reflection leading to learning and growth.
Association for Talent Development. (2014). 2014 State of the industry report: Spending on
employee training remains a priority.
Arthur, C. A., & Hardy, L. (2014). Transformational leadership: A quasi-experimental study.
Leadership & Organization Development Journal, 35(1), 38-53.
Bachi, K., Terkel, J., & Teichman, M. (2012). Equine facilitated psychotherapy for at risk
adolescents: The influence on self-image, self-control & trust. Clinical Child Psychology
& Psychiatry 17(2) 298–312.
Bensen, T. M. (1994). Leadership attributes addressed in Industrial Technology/Technology
Education doctoral programs as perceived by faculty and recent graduates. Paper

101
presented at the 56th Annual ITEAA Conference, Kansas City, MO.
Best, E.R. (1999). Leadership attributes of deans of education in higher education. Doctoral
dissertation, American University, Washington, D.C.
Bohn, J. (2002). The relationship of perceived leadership behaviors to organizational efficacy.
The Journal of Leadership & Organization Studies, 2002, Vol. 9,(1), 65-79.
Brouer, R., Douglas, C., Treadway, D. & Ferris, G. (2013). Leader political skill, relationship
quality, & leadership effectiveness. A two-study model test & constructive replication.
Journal of Leadership & Organizational Studies May 2013 vol. 20(2) 185-198.
Bruner, J. S. (2006). In search of pedagogy. Vol I. Florence, US: Routledge.
Bruner, J. (1960). The process of education. Cambridge, MA: Harvard University Press.
Bruner, J. (1967). On knowing: Essays for the left hand. Boston: Harvard University Press.
Burgon, H. L. (2011). Queen of the world: Experiences of at-risk young people participating in
equine-assisted learning/therapy. Journal of Social Work Practice, 25(2), 165-183.
doi:10.1080/02650533.2011.561304
Byrne, R. (2010). Horses for courses. The Safety & Health Practitioner, 28(8), 34-36, 4.
Carter S. M., & Greer C. R. (2013). Strategic leadership: Values, styles, & organizational
performance. Journal of Leadership & Organizational Studies, 20 (4), pp.375-393.
Chappell, K. K. (2014). Equine-facilitated life coaching for youth leadership. (master’s thesis).
Retrieved from EBSCOhost.
Chopin, S., Danish, S., Seers, A., & Hook, J. (2012). Effects of mentoring on the development of
leadership self-efficacy & political skill. Journal of Leadership Studies, 6: 17–32.
Clayton, J. (2015). Leadership training for early career researchers. Science, February 6225,
1024-1028.

102
Collins, J. (2001). Good to great. Why some companies make the leap & others don’t. New
York, NY: HarperCollins Publishers.
Collins, J. (2009). From good to great: What deﬁnes a level V leader? [Video]. Available from
https://www.youtube.com/watch?v=q-KyQ90XByY
Conley, C. (2013). PEAK leadership. Leader to Leader, 2013: 30–35.
Cronbach, L.J. & Furby, L. (1970). How we should measure change, or should we?
Psychological Bulletin 74:68-80.
Cummings, K. (1970). Discovery learning with illustrations. The High School Journal, 53(5),
281–297. Retrieved from EBSCOhost.
Darling, K. M. (2014). The experience of equine assisted personal growth (Doctoral
dissertation). Retrieved from EBSCOhost.
Delgadillo, P. (2011). Experiences of at risk teenagers participating in an equine assisted
learning/therapy program. (Doctoral dissertation). Retrieved from EBSCOhost.
Dhiman, S. (2011). Personal mastery and authentic leadership. Organization Development
Journal, 29(2), 69-83.
DuBois, M., Hanlon, J., Koch, J., Nyatuga, B., & Kerr, N. (2015). Leadership styles of effective
project managers: Techniques & traits to lead high performance teams. Journal of
Economic Development, Management, IT, Finance, & Marketing, 7(1), 30-46.
Duncan, R. C., Critchley, S., & Marland, J. (2014). Can Praxis: A model for equine assisted
learning for PTSD. Canadian Military Journal, Vol 14; 2.
Duff, B. (2010). Learning with horses enhances leadership at source people. Training &
Management Development Methods, 24(1), 301-305.
D'Souza, J. F., Adams, C. K., & Fuss, B. (2015). A pilot study of self-actualization activity

103
measurement. Journal of the Indian Academy of Applied Psychology, suppl. Special
Issue41.3 (2015): 28-33.
Earles, J. L., Vernon, L. L. and Yetz, J. P. (2015). Equine-Assisted therapy for anxiety and
posttraumatic stress symptoms. Journal of Traumatic Stress, 28: 149–152.
Emerald Insight. (2012). Horses for courses: Business school teaching in today's world, Strategic
Direction, Vol.28 Iss.11 pp.23 – 25.
Emerald Insight. (2014). Developing a global mindset: Ford’s road to effective leadership.
Strategic Direction, 30(11), 25.
Emerald Insight. (2015). Making leadership development more effective: Psychological changes
have implications for training programme design. Development & Learning in
Organizations: An International Journal, 29:6, 20-22.
Equine Assisted Growth & Learning Association. (2015). The eagala model. Retrieved from
EBSCOhost.
Equine Assisted Growth & Learning Association. (2011). Fundamentals of EAGALA model
practice. Retrieved from EBSCOhost.
Eurich, T. (2013). Bankable leadership: Happy people, bottom-liner, and the power to deliver
both. Austin, TX: Greenleaf Book Group Press.
Farrell, M. (2014). Leadership reflections: Leadership development through service. Journal of
Library Administration, 54:4, 308-317.
Fernandez, C. S., P., Noble, C. C., Jensen, E., & Steffen, D. (2015). Moving the needle: A
retrospective pre- and post-analysis of improving perceived abilities across 20 leadership
skills. Maternal and Child Health Journal, 19(2), 343-352.
Finch, C. R., Gregson, J. A., & Faulkner, S. L. (1991). Leadership behaviors of successful

104
vocational education administrators. Berkeley: National Center for Research on
Vocational Education, University of California at Berkeley.
Forsberg, L. (2007). Developing power to act: A study of how girls create an identity in a horse
stable milieu. (Doctoral dissertation). Retrieved from EBSCOhost.
Fransson, J. (2015). Leadership skills developed through horse experiences & their usefulness
for business leaders. (Master’s thesis). Retrieved from EBSCOhost.
Frederick, K., Hatz, J., Lanning, B. (2015). Not just horsing around: The impact of equineassisted learning on levels of hope & depression in at-risk adolescents. Community
Mental Health Journal October 2015, Volume 51, Issue 7, pp 809-817.
Gall, M., Gall, J., Borg, W. (2007). Educational Research: An introduction. 8th ed. Boston, MA:
Pearson Education.
Gehrke, E. K. (2009). Developing coherent leadership in partnership with horses: A new
approach to leadership training. Journal of Research in Innovative Teaching, 2(1), 222233.
Giri, V. N., & Santra, T. (2010). Effects of job experience, career stage, & hierarchy on
leadership style. Singapore Management Review 32.1: 85+.
Gitsham, M. (2012). Experiential learning for leadership and sustainability at IBM and HSBC.
The Journal of Management Development, 31(3), 298-307.
Gordon Rouse, K., A. (2004). Beyond Maslow's hierarchy of needs: What do people strive for?
Performance Improvement, 43(10), 27-31.
Grantham, S., Pidano, A. E. & Whitcomb, J. M. (2014). Female graduate students’ attitudes after
leadership training. Journal of Leadership Studies, 8: 6–16.
Gray, D. (2014). Using assessments in leadership development. Professional Safety, 59(7), 23.

105
Gregg, D. L. (1997). Leadership attributes of female administrators in Georgia technical
institutes. Doctoral dissertation, University of Georgia, Athens.
Grimes, M. (2015). Teaching leadership through a cultural psychological lens. Journal of
Leadership Studies. Volume 9: 63–72.
Gunter, J. (2016). Leadership development services: Teaching horse. [Website]. Retrieved from
EBSCOhost.
Gunter, J. (2007). Teaching Horse. Rediscovering Leadership. Bloomington, IL: AuthorHouse
Halliman, R. W. (2014). Understanding leadership: Let's put the horse before the cart.
American Journal of Management, 14(4), 68-74.
Hogg, M. A. (2001). A social identity theory of leadership. Personality & Social Psychology
Review, 5 (3), 184-200.
Jeon, Y., Simpson, J., Chenowith, L., Cunich, M., & Kendig, H. (2013). The effectiveness of an
aged care specific leadership & management program on workforce, work environment,
& care quality outcomes: design of a cluster randomised controlled trial. Implementation
Science 2013, 8:126
Jenner, M., Barnes, J., & James, S. (2013). Learning by leading. The International Journal of
Leadership in Public Services, 9(3), 116-124
Johnson, C. H. (2014). Reflections on leadership. Naval War College Review, 67(1), 135-144.
Jones, R. (2012). The leadership journey. The International Journal of Leadership in Public
Services, 8(2), 77-82.
Jung, D. & Sosik, J.J. (2006). Who are the spellbinders? Identifying personal attributes of
charismatic leaders. Journal of Leadership & Organizational Studies, 12(4), 12-26.
Kachelmeier, P. A. (2009). Starting an equine-assisted program: An investigative study into the

106
creation of an equine-assisted psychotherapy or learning business (master’s thesis).
Retrieved from EBSCOhost.
Karol, J. (2007). Applying a traditional individual psychotherapy model to equine facilitated
psychotherapy (EFP): Theory & method. Clinical Child Psychology & Psychiatry, 12,
77–90.
Keaveney, S. M. (2008). Equines & their human companions. Journal of Business Research,
61(5), 444-454.
Kelly, S. (2014). Horses for courses: Exploring the limits of leadership development through
equine-assisted learning. Journal of Management Education April 2014 38: 216-233.
Klontz, B. T., Bivens, A., Leinart, D., & Klontz, T. (2007). The effectiveness of equine-assisted
experiential therapy: Results of an open clinical trial. Society & Animals: Journal of
Human-Animal Studies, 15, 257–267.
Landis, E., Hill, D., & Harvey, M. (2014). A synthesis of leadership theories & styles. Journal of
Management Policy & Practice, vol 15 (2) 2014.
Lanning, B. A, & Krenek, N. (2013). Examining effects of equine-assisted activities to help
combat veterans improve quality of life. Journal of Rehabilitation Research &
Development, 50(8.
Lawrence, P. (2015). A best practice model for the effective deployment of 360° feedback.
Development & Learning in Organizations: An International Journal, 29(6) 13-16.
Laerd Statistics. (2013). Independent T-Test using SPSS Statistics. Retrieved from EBSCOhost.
Lawrence, P. R., & Pirson, M. (2015). Economistic & humanistic narratives of leadership in the
age of globality: Toward a renewed darwinian theory of leadership. Journal of Business
Ethics, 128(2), 383-394.

107
Lee, P. K., Cheng, E., Yeung, A., & Lai, K. (2011). An empirical study of transformational
leadership, team performance & service quality in retail banks. Omega 39(6), 690–701.
Liang, T. (1990). Relationships among leader attributes, behaviors, and effectiveness of
vocational education administrators. Unpublished doctoral dissertation, University of
Minnesota, St. Paul.
Ljungholm, D. P. (2014). Transformational leadership behavior in public sector organizations.
Contemporary Readings in Law & Social Justice. 6 (1) 76+.
Manktelow, J. (2006). How to lead: Discover the leader within you. London, England: Mind
Tools Ltd.
Mason, C., Griffin, M., & Parker, S. (2014). Transformational leadership development:
Connecting psychological and behavioral change. Leadership & Organization
Development Journal, 35(3), 174-194.
Maujean, A., Kendall, E., Lillian, R., Sharp, T., & Pringle, G. (2013). Connecting for health:
Playing with horses for a therapeutic tool. Journal of Community Psychology, 41(4),
515–522.
Maurstad, A., Davis, D., Cowles, S. (2013). Co-being & intra-action in horse–human
relationships: a multi-species ethnography of becoming human & becoming horse.
Social Anthropology, 21, (3), 322–335.
Maziere, C., & Gunnlaugson, O. (2015) A case for developing spiritual intelligence in leaders
through equine facilitated learning. The Journal of Values-Based Leadership, 8(1),10.
McCann, J., & Sweet, M. (2014). The perceptions of ethical & sustainable leadership. Journal of
Business Ethics, May 2014, Volume 121, Issue 3, pp 373-383.
McCormack, M., Brinkley-Rubinstein,L., Craven , K. (2014) Leadership religiosity: a critical

108
analysis. Leadership & Organization Development Journal, 35(7), 622 – 636.
McFarlane, A. (2014). Lead change: Courses with horses. Retrieved from EBSCOhost.
Mikulec, E., & McKinney, K. (2014). Perceived learning outcomes from participation in one
type of registered student organization: Equestrian sport clubs. Journal of the Scholarship
of Teaching & Learning, 14(3), 93 -109.
Migler, J. R. (1991). Selected leadership attributes and styles of administrators in exemplary
vocational education institutions and administrators in Minnesota technical colleges.
Unpublished doctoral dissertation, University of Minnesota, St. Paul.
Miller, R. M. (1995). The ten behavioral characteristics unique to the horse. Journal of Equine
Veterinary Science, 15(1), 13-14.
Mitstifer, D. I. (2014). Leadership responsibilities of professionals. Journal of Family &
Consumer Sciences, 106(3), 7-15.
Moran, P., & Agrell, J. (2013). Discovery learning: using questions to find answers. The Horn
Call, 47. Retrieved from EBSCOhost.
Moss, J., Jr., Johansen, B.-C., & Preskill, A. (1991). Developing the Leader Attributes Inventory:
An odyssey. Journal of Industrial Teacher Education, 28(2), 7-22.
Moss, J., Jr., Lambrecht, J. J., & Jensrud, Q. (1994). Leader attributes inventory manual.
Berkeley, CA: National Center for Research in Vocational Education.
Moss, J., Jr., & Liang, T. (1990). Leadership, leadership development, and the National Center
for Research in Vocational Education (MDS-041). Berkeley: National Center for
Research in Vocational Education, University of California at Berkeley.
Moss, J., Jr., Jensrud, Q., & Johansen, B.-C. (1992). An evaluation of ten leadership
development programs for graduate students in vocational education (MDS-293).

109
Berkeley: National Center for Research in Vocational Education, University of California
at Berkeley.
Muja, N., Appelbaum, S. H., Walker, T., Ramadan, S., Sodeyi, T. (2014). Sustainability &
organizational transformation: Putting the cart before the horse? (Part one). Industrial &
commercial training, 46(5), 249-256.
Muja, N., Appelbaum, S. H., Walker, T., Ramadan, S., Sodeyi, T. (2014). Sustainability &
organizational transformation: Putting the cart before the horse? (Part two). Industrial &
commercial training, 46(6), 307-314.
Munby, H. (1980). Discovery teaching & discovery learning: A comment on Stewart.
Canadian Journal of Education / Revue canadienne de l'éducation, 5(3), 87-93.
Murphy, B. A. (2011). Development of equine assisted therapy & learning as an elective module
within an Irish equine curriculum. Journal of Equine Veterinary Science, 3(5–6), 350–
351.
Nienaber, H. (2010). Conceptualization of management & leadership. Management Decision,
48(5), 661 – 675.
Notgrass, C. G., & Pettinelli, J. D. (2015). Equine assisted psychotherapy: The equine assisted
growth & learning association’s model overview of equine-based modalities. Journal of
Experiential Education, 38(2), 162-174.
Notgrass, D. (2014). The relationship between followers’ perceived quality of relationship &
preferred leadership style. Leadership & Organization Development Journal, 35(7), 605
– 621.
Olsen, H. M., & Burk, B. (2014). Using reflection to assess students’ ability to learn & develop
leadership skills. Schole, 29(1).

110
PATH International. (2013). Professional Association of Therapeutic Horsemanship statistics
sheet. Retrieved from EBSCOhost.
Patton, K., & Parker, M. (2014). Moving from ‘things to do on Monday’ to student learning:
physical education professional development facilitators' views of success. Physical
Education & Sport Pedagogy, 19(1), 60-75.
Pearce, C. L., Wassenaar, C. L., & Manz, C. C. (2014). Is shared leadership the key to
responsible leadership? Academy Of Management Perspectives, 28(3), 275-288.
Pockell, L., & Avila, A. (2004). The 101 greatest business principles of all time. New York, NY:
Warner Books.
Pohl, L. (2013). Horses teaching humans about leadership. University of Kentucky College of
Agriculture, Food, & Environment.
Pollock, R. (2012). A time for leadership development. Professional Safety, 57(9), 8.
Procter, J. D. (2009). Professional redevelopment: Interruptions in knowledge management.
Academic Leadership, 8(4).
Project Management Institute. (2013). Pulse of the profession in-depth report: The essential role
of communications. Pulse of the Profession, May 2013.
Raber, K. (2012). The Horse as Cultural Icon: The Real & the Symbolic Horse in the Early
Modern World. Renaissance Quarterly, 65(3), 945-946.
Renko, M., Tarabishy, A., Carsrud, A., & Brannback, M. (2015). Understanding & Measuring
Entrepreneurial Leadership Style. Journal of Small Business Management,53(1),54–74.
Richardson, B. (2014).Culture induced complexity: What every project & program manager
needs to know. Project Management Institute, Dec 2014.
Ridding, K. J. E. (2005). A natural approach: Leadership in horses as a model for leadership in

111
organizations. (master’s thesis) Retrieved from EBSCOhost.
Rohs, F. O. R. (1999). Response shift bias: A problem in evaluating leadership development with
self-report pretest-posttest measures. Journal of Agricultural Education 40: 28-37.
Ross, S. (2014). A conceptual model for understanding the process of self-leadership
development & action-steps to promote personal leadership development. Journal of
Management Development, 33(4), 299 – 323.
Saab, N., van Joolingen, W. R., & van Hout-Wolters, B. H. (2005). Communication in
collaborative discovery learning. British Journal of Educational Psychology, 75(4), 603621.
Savage, E., Tapics, T., Evarts, J., Wilson, J., & Tirone, S. (2015) Experiential learning for
sustainability leadership in higher education. International Journal of Sustainability in
Higher Education, 16(5), 692 – 705.
Sethuraman, K., & Suresh, J. (2014). Effective leadership styles. International Business
Research, 7(9), 165-172.
Schulte, D. P., Slate, J. R., & Onwuegbuzie, A. J. (2010). Characteristics of effective school
principals: A mixed-research study. Alberta Journal of Educational Research, 56(2), 172195.
Siegel, B., & Faye, T. (2012). Animals and healing. Recovering the Self: A Journal of Hope and
Healing, 4(4), pp. 65-69.
Silkwood-Sherer, D. & Warmbier, H. (2007). Effects of hippotherapy on postural stability, in
persons with multiple sclerosis: a pilot study. Journal of Neurologic Physical Therapy,
Jun; 31(2):77-84.
Smith, C. (2013). Coming through a different gait. Palaestra, 27(3), 53-54. Retrieved from

112
EBSCOhost.
Smith, P. C. (2012). The path of the centaur: Insights into facilitating partnership with horses to
improve people's lives. (Doctoral dissertation). Retrieved from EBSCOhost.
Stevenson, J. (2013). Spirit of leadership: Experiential learning with horses and nature.
[Website]. Retrieved from EBSCOhost.
Strozzi, A. (2004). Horse sense for the leader within. Bloomington, IN: Authorhouse.
Sudbrink, L. (2015). Leveraging grit for leadership success. Leader to Leader, 2016(79), 57-62.
Sun, H., Wang, X., & Sharma, S. (2014). A study on effective principal leadership factors in
China. The International Journal of Educational Management, 28(6), 716.
Tabassi, A. A., Ramli, M., Bakar, A., Pakir, A. (2014) Transformational leadership & teamwork
improvement: The case of construction firms. Journal of Management Development,
33(10), 1019 – 1034.
Tucker, R. (2010). An analysis of leadership qualities that influence male & female athletes in
middle school interscholastic team sports. The Sport Journal 13(2).
United States Department of Labor. (2015). Bureau of Labor Statistics. May 2015 National
Occupational Employment and Wage Estimates. Retrieved from EBSCOhost.
Virdine, M., Owen-Smith, P., & Faulkner, P. (2002). Equine-facilitated group psychotherapy:
applications for therapeutic vaulting. Issues in Mental Health Nursing, 23(6),587–603.
Voica, O., & Vasile, M. (2013). Leadership evidences: Communication & the organizational
change success. Manager, (17), 245-253.
Waite, K., Wilson, K., Heyboer, G., & Greene, E. (2011). Survey of adult volunteer horse
leaders for the development of an online equine education program. Journal of Equine
Veterinary Science, 31(5–6), 344.

113
Warner, R. M. (2013). Applied Statistics: From bivariate through multivariate techniques. 2nd ed.
Los Angeles, CA: Sage Publications.
White, D. J., Asche, F.M., & Fortune, J.C. (1992, April). Minority leadership training:
Evaluation and analysis of a five-state program: An interim report. Paper presented at the
American Education Research Association meeting, San Francisco, CA.
Wilcox, R. (1987). Rediscovering discovery learning. The Clearing House, 61(2), 53-56
Williams, R. (2013). Why leadership development fails to produce to good leaders. Financial
Post, Nov 2013. Retrieved from EBSCOhost.
Wood, L. G., Gasser, C., L., & Winward, D. L. (2010). Perceptions of the impact of an equine
program on student satisfaction & retention. NACTA Journal, 54(1), 17-20

114

APPENDIX A: PARTICIPANT CONSENT FORMS
CONSENT FORM
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The Effects of Equine-Assisted Leadership Programs on Perceived Professional
Development Outcomes.
Leigh Anne Pentecost
Liberty University
You are being invited to participate in a study to compare the mean scores on the
measures to determine if there are statistically significant differences between the mean pre-test
and post-test scores on perceived professional development obtained by participants on the
Equine-Assisted Learning leadership programs. You are invited to participate in this study
because you are a student on the Equine-Assisted Leadership Programs. Please read the form
carefully and ask any questions you may have before agreeing to complete the survey.
This study is being conducted by Leigh Anne Pentecost, doctoral candidate at Liberty
University.
What is the study about?
The purpose of this study is to compare the mean scores on the measures to determine if
there are statistically significant differences between the mean pre-test and post-test scores on
perceived professional development obtained by participants on the Equine-Assisted Learning
leadership program.
What will we ask you to do?
You are invited to complete a short survey of your professional experience with EquineAssisted Leadership Programs. Please click on the enclosed link to the online questionnaire,
complete the demographic information and continue to the questionnaire. It should take not more
than 15 to 20 minutes to complete the online questionnaire.
Risks and benefits:
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The risks to the study are minimal and is no more than the risks you would encounter in
everyday life. Participating in the study can add significant benefits to practice whereby as a
student leader you can gain insights in your own leadership development.
Compensation:
You will not be paid for participating in this study.
Confidentiality:
All material used in this study was stored in a private and confidential space. Any
published material resulting from the study was reported with all identifiable information
withheld. At no point in time will participants be referred to by name or in any other identifiable
ways.
Taking part is voluntary:
Your participation in the study is voluntary. Should you refuse to participate in the study
it will not affect your standing with Liberty University.
Questions:
The researcher conducting this study is Leigh Anne Pentecost. Should you have any
questions or concerns, please feel free to contact me.
By clicking the link below and continuing to the questionnaire, you have given your
consent to participate in the study.
Please Click here to complete the survey: https://www.surveymonkey.com/r/EALStudy
Statement of Consent:
I have read and understand the information given above. By clicking the link and
continuing to the questionnaire, I am giving my consent to be included in the study.
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APPENDIX B: LEADERSHIP ATTRIBUTES INVENTORY
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The Leader Attributes Inventory (LAI)
The response scale ranges from 1 (very undescriptive) to 6 (very descriptive) for each of
the following thirty-seven attributes.
1. Energetic with stamina
2. Insightful
3. Adaptable
4. Visionary
5. Tolerant of ambiguity
6. Achievement-oriented
7. Accountable
8. Initiating
9. Confident /accepting self
10. Willing to accept responsibility
11. Persistent
12. Enthusiastic, Optimistic
13. Tolerant of frustration
14. Dependable, reliable
15. Courageous, risk-taker
16. Even disposition
17. Committed to common good
18. Personal integrity
19. Intelligent
20. Ethical
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21. Communication
22. Sensitivity, respect
23. Motivating others
24. Networking
25. Planning
26. Delegating
27. Organizing
28. Team building
29. Coaching
30. Conflict management
31. Time management
32. Stress management
33. Leadership styles
34. Ideological beliefs
35. Decision-making
36. Problem-solving
37. Information management
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